ABSTRACT
BECOMING WISE:
DESIGNING LEADERSHIP FORMATION PROGRAMS IN LIGHT OF
TRAINING TRANSFER CONCEPTS

Leadership formation programs are being conducted in the academic and business
world with various degree of success. If an intercultural and/or restrictive context is
added, the probability of long-lasting profitability could diminish tremendously. The
current study proposes an evaluative overview of how should such programs be assessed.
This evaluation is done with the assistance of training transfer concepts where the key
aspects are learner’s characteristics, actual intervention, and the work environment. The
intended audience is Christian formation programs. Therefore, a robust theological
perspective is needed. The relationship between Paul and Timothy offers rich content that
completes and challenges a potentially secular leadership formation program. The
temptation within large Christian organizations–as it seems to be within World Vision,
whose New Generation Leadership program became our context of learning–is to
separate the spiritual from the professional, to design programs of improvement of one’s
capacity but not plan relationships, and to assume that there will be natural
implementation of the learning acquired during intervention. The biblical precedent
informs us that this need not be so and that there is high hope of attempting and expecting
positive long-lasting results in leadership formation.
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CHAPTER 1
NATURE OF the PROJECT
Overview of the Chapter

It seems natural to start with an autobiographical rationale for attempting this
research study, as the gap I am trying to bridge always stems out of a personal quest.
After a brief description of this gap, I delineate what is the purpose of this project and
list the main research questions. The rationale for the project is followed by a
definition of key terms and the necessary delimitations so that clarity and focus is
reached. I will be ready then to conscribe the theme into the existing relevant
literature and design a data collection method for best results. I will end this chapter
with a brief overview of each chapter of this dissertation.

Autobiographical Introduction
Ministry in difficult restrictive contexts (so called, ‘creative access’ contexts)
is different from ministry in places where there is abundant wealth, health and
freedom. For more than a decade now, my desire was to build resilience in emerging
and existing leaders of Christian ministry in restrictive contexts.1 Only a few succeed

1

For a good description of Restrictive contexts, please see IPM Supplementary Guiding Notes for

Religiously Restricted Contexts (a document published by World Vision International). It proposes a
working definition: ‘Religiously Restricted Context relates to any context in which living and acting as
Christian, creates tensions within the society in which we are operating.’ (p. 1). It is based on the Pew
Research Center’s Forum on Religion & Public Life study (Dec. 2009), which states that ‘…64 nations
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to stay long-term in ministry and even fewer to have a lasting impact. In fact, in a city
in Central Asia, out of a Seminary class of 20 students, 19 entered into ministry upon
graduation. Today, after over 10 years later, only one is still in ministry. This trend
seems to be rather common in contexts where there is persecution towards Christians
and restrictions regarding the ministry. These deterrents are coupled with society’s
negative perception of believers. Therefore, these pastors are truly following their
master’s orders to go as ‘sheep among wolves’ (Matt. 10) and expect casualties. Still,
in the very act of Jesus warning his disciples of this natural tendency for persecution
of those who preach the Good News it seems that he wants to prepare them for such
contexts. Certainly, upon careful reading, Jesus gives them solid instruction of how
not to offer themselves as ready victims for the predators. Yet, 2000 years later, the
Christian church has forgotten how to survive, live or even thrive in contexts of
permanent danger.
My desire was to encourage, enable, and empower indigineous leaders who
were doing ministry among tremendous persecution, without feeling the temptation to
extract them from there. The question for this study is about evaluating leadership
training programs in restrictive contexts that require a particular level of resilience in
ministry, both from a perspective of seeing workers succumb under the great
– about one-third of the countries in the world – have high or very high restrictions on religion. But
because some of the most restrictive countries are very populous, nearly 70 percent of the world’s 6.8
billion people live in countries with high restrictions on religion, the brunt of which often falls on
religious minorities. Some restrictions result from government actions, policies and laws. Others result
from hostile acts by private individuals, organizations and social groups.’- See www.pewforum.org , as
per March 2011.
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preasures and demands of minstry in difficult contexts and from my personal journey
of ministering in creative-access countries. I consider that the answers we received so
far and encouraged others to practice are only the beginning of a long process of
discovery.
I had the priviledge of setting up varioius training programs for future leaders.
For example, at the end of the last decade and beginning of this one (2010), together
with a team, we recruited evangelical Christians from all over Central Asia and
brought them to Osh, Kyrgyzstan for a short residential period where we instructed
them in how to do ministry in restrictive countries. This instruction was done in the
context of business, as we were training them into a skill that they could further apply
it in their own places of origin. Although there were some results after our two rounds
of leadership formation program, there was no solid evaluation of impact. Therefore,
one was left wondering if it was all worth it.
Later on, when I moved to humanitarian world, working for World Vision, I
had the priviledge of being part of the designing team of a Christian leadership
training program for selected future talent within our National Offices. This program
happened in the context of a global and Christian NGO, with certain requirements and
restrictions from the donor and according to the needs assessments, where the
participants in the program would carry the Christian identity (this time evangelicals
were minority) and be heads of departments or ready to be promoted to take more
management and leadership roles within this organisation.
In light of my life journey, a quest continues to persist and encourages me to
attempt at finding some answers: How do I make sure that what we impart with

3

others (in classrooms, churches, conference halls, etc.) is actually understood,
received, applied, and has positive lasting impact? There is a huge effort of training
others, but there seems to be very little investment in evaluating the efficiency of this
training transfer process.

Statement of the Problem

The need for evaluating Christian leadership training programs within
restrictive contexts seems to be urgent and huge. The results of studying training
transfer concepts show an existing gap between learning and on-the-job performance,
estimates varying from 10% success (Georgenson 1982) to 40% training transfer
immediate failure and 70% after the first year (Saks 2002). This gap has great
significance for my desire to see the church develop in the restrictive situations where
I would like to improve the ratio of success of training transfer in the context of
leadership development. The same is valid for non-governmental organizations that
invest heavily in the training of their employees but may see insufficient results.

Purpose of the Project

The purpose of the research is to discover the main elements of transfer
training constructs and let them be informed by relevant biblical literature. Once that
was secured, the desire was to put them into practice by evaluating the effectiveness
of a Christian leadership training program organized by a Christian NGO for their

4

middle-management staff located in over 10 countries throughout Middle East, the
Caucasus, and the Balkans that was conducted between 2013–2015.

Research Questions

In this thesis, I propose an evaluation of a Christian leadership training
program using the recently developed theory of training transfer juxtaposed on the
Paul-Timothy leadership formation biblical model. The methodology used will focus
on what changes have occurred in the participants since their participation and which
of these may be caused by the program being evaluated.
In order to evaluate the effectiveness of the training transfer that occurred, I
first unpacked its main components and wanted to see whether there were any
significant missing elements from a cumulus of variables of such a leadership training
program that could affect the transfer outcomes. It is important to pinpoint the
specific potential training transfer gaps and their role in the overall success (or lack of
it) of the program. The training transfer methodology played a key role in the
endeavor to assess the effectiveness of the New Generation Leadership program
within World Vision, MEE Region.

Research Question #1
What are the key elements of leadership formation that contain strong
empirical support for influencing transfer outcomes?

5

Many young leaders invest significant time in preparation for ministry, and
very soon find themselves in a situation that forces them to leave it all behind. This
departure from ministry happens especially in restrictive contexts where there are
many more pressures to face. One potential reason for exiting is the inefficiency of
the training transfer. It may be that the training program was not adapted to the needs
of their field, the recruitment process was not carefully designed, or the ongoing work
environment may not have been prone to long-term success. These aspects of training
transfer were studied in this project.

Research Question #2
What are the leadership gaps that the New Generation Leadership program
intended to bridge?
Often, the more capable and talented of the staff does not continue in their
positions for a long period of time. This shortness of duration does not refer to failure
because of personal shortcoming (sin, family situation, etc.). Rather, the duration of
ministry is based upon a set of attitudes, behaviors, capacities, skills, and key
relationships that enable some to last longer than the others. Therefore, some trainees
may not have been carefully selected or motivated to achieve a specific goal.
Additionally, perhaps they lost their focus along the way due to lack of personal and
professional development. Maybe, the specific training was not specifically designed
to cover these gaps, or the trainee had lost motivation to improve his performance
within a work context. These situations and more potential gaps need to be identified,
discussed, and improved in order to increase the rate of training transfer success.
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Research Question #3
How could the Paul-Timothy transfer training model impact the design and
implementation of an organizational development leadership formation program?
Transfer training methodology is relatively new, but it is already established
within the spectrum of leadership development propositions. Lisa A. Burke and Holly
M. Hutchins have synthesized “the developing knowledge regarding the primary
factors influencing transfer—learner characteristics, intervention design and delivery,
and work environment influences—to identify variables with substantive support and
to discern the most pressing gaps.” They define training transfer as lessening “the gap
between learning and sustained workplace performance” (263).
The above training transfer theory will be a key guide in evaluating at what
level of quality the transfer happened. This theory may provide a solid basis for
proposing new re-design of the training program that is evaluated so that the desired
outcomes will be fulfilled.
For the biblical and theological inspiration of training transfer I focused on
Paul’s relationship with Timothy, which comprised ‘classroom’ time, ‘on the job’
transfer, and ‘workplace’ environment. There is transfer of information, skills,
attitudes, vision, and manner of living from Paul’s side. I want to see how much
Timothy actually learned these and used them in ministry.
As far as an evaluation method is concerned, I considered that the quasiexperimental design methodology gives best results to this research, as it assisted me
in determining the possible cause-and-effect relationships of the various aspects of
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the training transfer theory (Hannum 20). Observations are made about a particular
intervention–in this case, the New Generation Leadership program. The participants
in the leadership program are compared to themselves before and after participating
in the program, and the resulting data will inform us in the actual and potential gaps
and needs for improvement, redesign of the program, etc.

Rationale for the Project

My most important motivation for attempting this study is the desire to
provide tools and resources for building resilience in Christian leadership in
restrictive contexts. I have seen enough many young and sometimes more
experienced leaders being forced to cut short their ministry because of avoidable
issues. Defining and encouraging preparedness for times of greater struggle is
included.
Secondly, I would attempt a definition of leadership development training
transfer in restrictive contexts. Most of the literature and knowledge that is shared
with leaders comes from a Western perspective of wealth and health and is therefore
inadequate for difficult access places of ministry. Having a good definition to work
with may be of great use both to Western ministers involved in ministry in creativeaccess countries and to the ones that are born and raised in such contexts and
uncertain about correctly applicable biblical principles for their specific need.
Thirdly, I am interested in raising the awareness of mission educators and
practitioners about the need to inform the prospect candidates and current Christian
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workers of the different aspects of leadership development and the need to perform
solid evaluation of their training transfer efforts. Most mission agencies openly say
that expat Christian workers will do only 20% of what they signed for before they left
their country. Still, standards seem to remain blurred as well as their means, tools and
expectations of training transfer outcomes. Often the following aspects takes
precedence: highest number possible impact, no personal risk, smallest budget, and
little expectation of long term personal damage due to excessive stress. There is a
tremendous need for solid theological understanding and models of leadership
development in restrictive contexts. Therefore, I could learn a lot from the PaulTimothy paradigm of transfer training.
Fourthly, I am certain that a Christian organization such as World Vision
would benefit from a tedious evaluation of their leadership development programs.
This evaluation may even serve to redesign and improve the program as well as serve
the basis for similar other programs within the organization. Other institutions could
also benefit from the learning presented in this paper.

Definition of Key Terms

The keywords stemming from the literature review are: training transfer,
biblical leadership development paradigm, and evaluation of leadership development
programs.

Training transfer:
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A good definition of training transfer is “the effective and continuing
application, by trainees to their jobs, of the knowledge and skills gained in training
both on and off the job” (Broad & Newstrom 1996, 6). The goal is to transfer the new
knowledge and skills to their jobs, so that their performance would improve and this
will have a positive impact in the improvement in the quality of service in
organizations. Learning is of little value until it is transferred to performance. Here
are included the characteristics of the learner, the content and method of transfer, and
the resulting performance within a work environment. It does not stop with the
acquiring of knowledge and skill, but with applying and practicing it.

Biblical leadership development model (Paul-Timothy):
Paul-Timothy model stems out of biblical and practical theology. Rick Warren
has defined this model as parenthood, pacesetting, and partnerning
(http://pastors.com/paul-timothy/#). Paul has taken Timothy through a process of
training transfer. The above defined concepts of transfer training have been applied in
the biblical material to leadership development. And in focusing on a single instance
within the biblical material (Paul-Timothy) of leadership development we gain
clarity.

Evaluation of Leadership development programs:
In order to understand the outcomes that participants experience as a result of
a leadership development program, one should use a variety of methods, perspectives,
and data gathered through qualitative and quantitative methods. The desired outcome
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of these different methods is a stronger case for program impact (Patton, 1990). Such
evaluations reveal “highly individualized outcomes from programs which build selfawareness” and offer “rich opportunities for better understanding the process of
leadership development” (McCauley & Hughes-James, 55, 56). An additional
element to the evaluation is the restrictive context where participants in the leadership
development program come from. Therefore the evaluation will be done in
consideration to the knowledge and capacities of leaders to effectively anticipate,
respond to, recover, and build resilience2 from the intrinsic hardships associated with
Christian ministry in restrictive contexts.

Delimitations

I decided to delineate this study not only in geographical terms (Middle East,
the Caucasus, and the Balkans), but also institutionally (choosing only one Christian
organization), a certain leadership development program (the Next Generation
Leadership Program), and a certain timeframe (graduates of 2013-2015 classes).
These limitations do certainly impact the outcome of this study.

2

See Marilise Turnbull, Charlotte L. Sterrett, Amy Hilleboe. Toward Resilience. A Guide to

Disaster Risk Reduction and Climate Change Adaptation. Practical Action Publishing, CRS, Rugby:
UK, 2013, p. 60. Their definition of resilience is, “the capacity of an individual, household, population
group or system to anticipate, absorb, and recover from hazards … and stresses… Resilience is not a
fixed end state, but is a dynamic set of conditions and processes. Underpinning resilience is the need
for better analysis of risk at different spatial and temporal levels.”
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A further delineation occurred when I acquired possible theoretical
perspectives and the instruments that could be employed in this study. When I
initially started the research I was not fully aware of the tremendous potential of the
training transfer concepts for this study. It came with a better review of relevant
literature, which at the starting point was rather succinct. To this I also added the
relevant evaluation methodology, namely: quasi-experimental evaluation, one that
provides a structured means to think about designing evaluations.
Another important decision, one that is designed to permeate every aspect of
this study, concerns the theological aspect. I wanted to approach leadership
development from a theological perspective and my contribution was to stand more in
the area of Christian leadership development compared to other kinds of such
development (business, secular, ideological, governmental).
Out of the many potentially rich biblical models (Moses – Joshua; Eli –
Samuel; Elijah – Elisha; Jesus – Disciples; Apostles – Early church teachings; etc.) I
have chosen to take the training transfer that occurred between Paul and Timothy,
because it forms a paradigm that informs and requires conformation (at least,
adaptation) of any Christian leadership development attempt. This limitation of
biblical material that informs this study allows us to receive clarity by focus and at
the same time provides an almost perfect biblical comparison counterpart for the
transfer training concept that considers three long-standing factors affecting learning
(learner characteristics, intervention design, and work environment).
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Review of Relevant Literature

There are three main precedents of the literature review of training transfer in
the studies of T. T. Baldwin and J.K. Ford and J.K. Ford and D.A. Weissbein. A more
recent study has been done by Lisa Burke and Holly Hutchins.3 With their assistance,
I will summarize, discuss and critique the research that focuses on the three longstanding factors affecting transfer. Burke and Hutchins’ recent work will be the main
guide, as they have substantiated their findings after careful meta-analyses and
empirical investigations of over 170 articles relevant for this study.
An important voice in this conversation is Stacy Hoehl due to her application
of Paul-Timothy training transfer concepts to organizational development. She
explores the mentor relationship between Paul and Timothy from the perspective of
organizational leadership and proposes strategies for today’s leadership practitioners.
She considers that “sucessful mentor relationships result in benefits to the mentor, the
protégé, and the organization” (Hoelh, 45). The ingredients of the successful training
transfer process between Paul and Timothy are the following: The right person for the
job; Equipped for the task; Empowered for success; Employed for effectiveness; A
Treasured Relationship (35-40). I will talk in more details about her suggestions.
Another strong voice in this arena is that of K M Hannum, J W Martineau,
and C Reinelt who edited the The Handbook of Leadership Development Evaluation.
The contributors of this work bring substantial material to the area of designing a

3

There are other reviews, such as Cheng&Ho (2001), Russ-Eft (2002) or Bates (2002). These are

limited in their scope and not synthetic enough for a rigorous transfer research analysis.
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leadership development evaluation, various ways of evaluating as dictated by the
context, and the need to increase impact through evaluation. They also suggest future
directions for leadership development evaluation.
Apart from these, many other authors have contributed either to the design of
leadership development programs possibly in restrictive contexts, the biblical transfer
training models, and evaluation of leadership development programs. I will list here
at just a few.
Jim Collins and Morten T. Hansen in their book Great by Choice. How to
Manage through Chaos research why some companies do well over a long period of
time, while some other collapse. Their research is especially relevant as they focus on
managing in contexts of chaos, described as:
The destabilizing events–in the world, in your country, in the markets,
in your work, in your life–that defied all expectations. We can be
astonished, confounded, shocked, stunned, delighted, or terrified, but
rarely prescient. None of us can predict with certainty the twists and
turns our lives will take. Life is uncertain, the future unknown (2).
Kevin Cashman in Leadership from the Inside Out refers to resilience to
enhance leadership performance. He is interested how to integrate the Personal
Mastery, Leadership Mastery, Interpersonal Mastery, and Career/Purpose
Mastery together with Resilience Mastery.
Diane Leclerc in Discovering Christian Holiness talks about introducing
discipleship as a leadership component. This idea is relevant, as most leaders in
restrictive contexts may not have much formal training. Leadership requires both
developing leaders and resolving relational problems.
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A book relevant here because of its multicultural content of describing
different leadership attitudes across the globe is Robert House et al. Culture And
Leadership Across The World.

Data Collection Method

Due to the fact that the New Generation Leadership project to be evaluated
fell mostly into the category of creating “opportunities for those who have historically
been excluded or underserved to move into positions of leadership” (see the five
broad purposes of leadership development as defined by Hannum, Martineau, Reinelt
168; a more detailed conscription will follow in the body of the dissertation) the
methodology for best results seemed to be a quasi-experimental evaluation (see Craig
and Hannum). This method focuses on the need to measure changes in leadership and
to determine the relationship between the leadership development initiative (training
transfer) and the changes measured. This method focuses on the characteristics of the
learner, the intervention design and actual delivery, and workplace context influences,
which are the three main components stemming out of literature review (Burke and
Hutchins).
After I have reviewed the biblical and theological model for the training
transfer concept (Paul-Timothy) and have also reviewed the existing relevant
literature, I described the leadership development program within World Vision,
Middle East and Europe Region. It has suggestively received the name New
Generation Leadership as it focused on the development of future senior leadership
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within the existing structures (National Office, Regional Office, etc.). I took the
necessary attention to delineate the rationale for developing such a project, the
context of the Region, the work of the organization, as well as the design and delivery
of this project.
After the careful description, I evaluated this project and its efficiency against
the factors provided in the literature review. I did so by gathering the existing
information compiled by the project design, monitoring and evaluation documents
produced within the organization. I am grateful for the extensive evaluation processes
that were performed internally by the Human Resource department. They contain not
only metrical answers to direct survey questions, but also qualitative appreciations.
These were not designed to provide insights into all the aspects of the present study;
therefore I have invited a number of participants/graduates from this training program
for a conversation interview in order to assess the overall success of the program over
a specific period of time since graduation.
Once all this data was gathered, the results were analyzed and shared within
the current dissertation with some potential suggestions for a redesign of this project
as well as for future similar designs. Such an evaluation will shed light into the
aspects of training transfer as applied in the area of mentorship and organizational
development within a Christian humanitarian organization. This will be useful for a
conceptual argumentation of the premises of this biblical model as well as a practical
tool for the staff, trainees, and donors of this Christian leadership development
project.

16

Participants

The number of participants in this study was the total number of graduates of
the New Generation Leadership program. They were middle management staff, in
various countries across Middle East, the Caucasus, and the Balkans, who have been
appointed by their National Offices to participate in this leadership development
project. Not all of them have completed the surveys designed and delivered by the
Human Resource department. The completion rate was above 80%.
Craig and Hannum conclude that receiving feedback from one-third of
participants is a good enough ratio for conclusive results (21). I was fortunate to have
over two-thirds of the graduates who participated in evaluative processes respond.
The plan was to conduct personal interviews with a number of the participants (onethird) in the first three years of Program’s implementation. These were to be selected
by the Human Resource department within World Vision MEE Region, after an
Agreement between World Vision and the researcher was established and each
interviewed participant signed a Consent document (see Appendix 1 and Appendix
2).
Moreover, having had access to the project design team documents and some
of their conversations, a few of their impressions may find themselves suitable to be
included here.

17

Type of Research

After receiving permission for research both from the academic institution
(Asbury Theological Seminary) and the organization (World Vision), this research
started with a thorough literature review of existing transfer training practices, in
order to delineate the concept of transfer training among the benchmark of
practitioners. It was continued with selecting a biblical model that further informed
the theological perspective and played a key role in understanding the impact of
transfer training processes in organizational settings. Then the project design
documents and evaluative internal processes that the Human Resource department
performed during and after the implementation of this project were used. These
documents were coupled with the personal interviews that I performed with a few
trainee graduates of the program. All these were done with the desire to measure
changes in leadership and determine the relationship between the leadership
development initiative (training transfer) and the changes measured.

Data Collection

Having made the selection of the biblical model for the training transfer
concepts and having reviewed the existing relevant literature, I gathered data about
the leadership development program within World Vision, Middle East and Europe
Region. The organization has produced a significant body of project documents and
has gathered monitoring and evaluation data. I sought to know the rationale for
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developing such a project, the leadership needs of the Region, the work of the
organization, as well as the design and delivery of this project. I looked at the selfevaluation relevant documents produced by the organization and have interviewed a
number of graduates for an in-depth understanding of the effects of their participation
in this leadership development project upon their subsequent life and work.
As far as an evaluation method is concerned, I consider that the quasiexperimental design methodology (feedback given during needs assessment and
feedback provided at the end of program) provided the best results to this research, as
it assisted me in determining the participants’ perceptions of the various aspects of
the training transfer theory (see Craig and Hannum, 20). Observations were made
about a particular intervention–in this case, the New Generation Leadership program.
The participants in the leadership program were compared to themselves before and
after participating in the program, and the resulting data demonstrated the actual and
potential gaps and needs for improvement, redesign of the program, etc.

Data Analysis

After the data was gathered I performed a post-intervention evaluation of this
project against the training transfer concepts factors provided in the literature review.
I followed the quasi-experimental evaluation theory in my desire to measure change:
leadership outcomes over two periods of time–immediately after their participation
and the present moment. The focus was on behavioral change and consistency of
results.
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Generalizability

The limitation of this study may prove that it is not relevant for all leadership
training program conducted by World Vision. It was limited to a particular design and
intervention, and during a specific timeframe. However, using the concepts described
above and the process I detailed, one would probably arrive to similar results in a
different context. Findings may be applicable to compare organizations with similar
focus (Christian NGOs, Mission Agencies, etc.), but these could become quite
irrelevant due to their limitation to analysis of factors of similarity and sampling. The
decision to use the biblical model of Paul-Timothy training transfer and the
organizational development training transfer concepts (Burke and Hutchings; Hoehl)
and their application to evaluate the New Generation Leadership project within World
Vision, MEER, may prove that these lenses of review could further affect the
generalizability of this study.

Overview of Dissertation

In Chapter Two I focus on Training Transfer concepts that provided the
necessary guidance in how to design, monitor and evaluate leadership formation
programs. I will briefly present a short history of the biblical material pertaining
leadership formation, especially its main term, didasko. Then I will spend significant
time on Paul’s relationship with Timothy and how will that provide a good paradigm
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for leadership formation. Later on, I will review the existing body of literature
concerning transfer training constructs and the possible gaps not yet covered.
Chapter Three will allow me to formulate the main research questions that
would give direction to this study. I will state the context where the phenomenon is
observed, the participants, the criteria for their selection, their description and ethical
considerations when conducting this study. I will also state the procedure for
collecting and analyzing the gathered data, and the reliability of the project design.
Chapter Four will contain the descriptions of evidence for the research
questions and will list the major findings. The evidence gathered in order to provide
answers to the research questions is sourced in the conversation among the
practitioners that design and implement leadership development courses, and also in a
specific formation program within World Vision, MEER, named New Generation
Leadership. The program design documents, the reports on the implementation of the
program, and the internal evaluation of the participants is coupled with personal
interviews to ensure best quantitative and qualitative results. The quasi-experimental
methodology for evaluating leadership programs proved to provide me with the right
instrument of finding what changes had occurred immediately after the conclusion of
the training and also after a significant time as passed, in this case 2–3 years (when
the interviews took place).
Chapter Five lists the major findings resulted from this study and the potential
ministry implication of these. Also, the chapter includes the limitations of the scope
of this study as well as some unexpected observations are included here. I end this
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study by providing future directions for the study of Christian leadership formation
programs.
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CHAPTER 2
TRAINING TRANSFER:
BIBLICAL MODEL AND LITERATURE REVIEW

Motto: The Charge to Timothy
10

You, however, know all about my teaching, my way of life, my purpose,

faith, patience, love, endurance, 11 … 14 But as for you, continue in what you have
learned and have become convinced of, because you know those from whom you
learned it, 15 and how from infancy you have known the Holy Scriptures, which are
able to make you wise for salvation through faith in Christ Jesus.
2 Timothy 3.10-15 (NIV)

Introduction
Being able to learn new skills, accumulate information, and build new
attitudes that end up being solid habits is fascinating. But how does this happen? How
does one make sure that they are learning and what they are teaching others is
actually received and applied? How do people obey Jesus’ last command while on the
earth: “Go and make disciples of every nation” (Matt.28.19)? And how do they know
if they are successful at it?
In this thesis I propose that the Training Transfer concepts will provide the
needed guidance in how to design, monitor and evaluate leadership formation
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programs. The setting could be varied: the church, a Christian institution, the
academia, the humanitarian sector or business.
For the biblical and theological models of training transfer I focused on Paul’s
relationship with Timothy, which comprised ‘classroom’ time, ‘on the job’ transfer,
and ‘workplace’ environment. I conscribed the transfer of information, skills,
attitudes, vision, and manner of living from Paul’s side and saw how much Timothy
actually learned these and used them in ministry.
Biblical Models of Training Transfer:
Paul – Timothy paradigm
Short Biblical Survey of Training Transfer
The tradition of having a trainee is long and well documented in Scripture.
God expected people to transfer to the future generations the wealth of knowledge
and wisdom they have acumulated. He seemed to be very dissapointed when that did
not happen to the stated standards and took even extreme punitive measures, such as
destroying a whole generation of people at the time of Noah. Later on He chooses a
family, out of which a nation is born, to carry out the knowledge and be a “light to the
nations” (Isa. 51.4; 60.3). Prophets constantly spoke for God and revealed His will for
people. Therefore, Scriptue demonstrates a significant insistance on communicating
the correct interpretation on certain events, predicting new ones, and revealing the
character and will of God.
When the chosen nation failsedto fulfill its mission, God sent his ultimate
revelation through Jesus Christ, who portrayed God in all possible ways: his
incarnation, his words, his attitudes, his ‘tenting’/dweling among us (John 1.14), his
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way of relating to human beings, his discipleship methods, his death and resurrection,
etc. Before Jesus was lifted up to heaven, he commanded that his desciples go into all
the nations and make new disciples. One of these–possibly a third generation
Christian–is Paul, who then established his own school of disciples. Among these
disciples was Timothy.
This constant discipleship defines Christianity. Indeed, as Dietrich Bonhoeffer
said, “Christianity without the living Christ is inevitably Christianity without
discipleship, and Christianity without discipleship is always Christianity without
Christ” (Bonhoeffer 59).
Training Transfer Word Study: didasko
The closest biblical term to the concept of training transfer is the verb didasko.
While in classical Greek the verb denotes an impartation of practical or theoretical
knowledge, Rengstorf argues that in Septuaginta didasko is concerned with the
volitional as well as with the intellectual aspect of education (135). The emphasis is
on doing the will of God. Paul uses didasko and its cognates 56 times in his letters. Of
these, 26 focus on doctrinal content (didaxe, didaskalia), while the rest refer to ethical
or spiritual teaching (see Powell).
The majority of Paul’s uses of didasko imply exercising authority along with
the content of the teaching (1 Cor. 12.28–29; Eph. 4.11; 1 Tim. 2.7; 2 Tim. 1.11): the
teacher of the immature is an example and guide (Rom. 2.20–21); Paul follows the
ways of Christ in teaching and organizing churches (1 Cor. 4.17); elders are to teach
(1 Tim. 3.2; Tit. 1.9) and are worthy of double honor (1 Tim. 5.17); teaching is
associated with correction and reproof (Col. 1.28; 3.16; 2 Tim. 3.16; 4.2).
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Charles Powell, in his study of Pauline concept of teaching, sums up that
“teaching not only includes effectively communicating doctrinal and ethical content,
but also includes holding people accountable to that content and helping them
assimilate it into their lives.” This accountability aspect includes encouragement,
monitoring one’s spiritual progress, admonition, correction, reproof, and church
discipline. In many ways, teaching incorporate many aspects of the master/disciple
relationship.
Ronald Pierce focuses on the word didaskalos in Jesus’ ministry to understand
the relationship between authority and teaching. In Matthew 23.8, Pierce suggests that
Jesus uses the didaskalos as a synonym for ‘rabbi,’ and forbids his disciples to invoke
that title in this sense for anyone besides God. Jesus also admonishes the disciples to
be servants rather than ‘exercise authority’ (Matt. 20.25-28). If they did that, it would
be a pagan practice, not worthy of His followers . Pierce concludes:
‘To teach’ (didaskein) in Jewish rabbinical context of the NT (New
Testament, our note) Church certainly carried with it an emphasis that
surpassed our modern conception of transmitting data or educating
persons in an academic sense. It even went beyond authoritative
proclamation of religious truth to include a mentoring relationship
between teacher and student analogous to the master/disciple motif in
the NT. This is supported by the connection of the term with the
function of ‘overseer/elder’ in 1 and 2 Timothy (cf. 1 Tim 3.2; 4.1116; 5.17; 2 Tim 2.2; 4.2) (349).
The Start of Paul’s Relationship with Timothy
I decided to focus on the formation relationship that Paul developed with
Timothy due to the fact that it is recognised as one of the most significant training
transfers in Christianity–including by Paul, who says “I have no one else like him”
(Phil. 2.20). Also there is solid material describing and defining the relationship
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between these two, as well as theological instruction on how to conduct such
discipleship relationships in the future.
How did Timothy end up being called “my beloved and faithful child in the
Lord” (1 Cor. 4.17)? Paul probably met him on his first missionary trip in Lystra, and
the above description suggests that Timothy was one of his early converts (Marshall
259). He was Paul’s “child in the Lord” and witnessed some of the suffering that Paul
went through during this time (2 Tim 3.11).
Timothy was a son of Greek father and Jewish mother. The tense of the Greek
verb in Acts 16.3b suggests that the father was not a Christian and “indeed already
dead” (Marshall 259). That is why one only hears of the mother and grandmother’s
names, Eunice and Lois (see 2 Tim. 1.5) and that he was accompanied only by his
mother. She probably married a Gentile as a way to secure status and security in
diaspora (Bruce 322).
Even though Timothy was a result of the mixed marriage, it is evident that he
knew the Jewish language, customs, and Scriptures well from his mother and
grandmother (2 Tim. 1.5). The exact time when they all became Christian is not
included in tehse accounts, but there is little doubt that the whole family were
converted to Christianity (Marshall 259) and part of a new group that was not meeting
in Synagogues. If they did, Timothy would not have been able to participate but as an
outsider. The evidence suggests that he was well received among the Christians and
had a good reputation, even as far as Iconium, which was some 18 miles away from
Lystra where Timothy was born and lived at the time (Acts 16.2). This family
accepted the Christian faith before Paul’s second missionary journey through Syria
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and Cilicia (Acts 15.41) so that on his second trip to these cities Paul heard good
things about Timothy. In fact, the high standard of conduct of this young man
encouraged Paul to invite him to join his team. Paul just separated from Barnabas and
John Mark (Acts 15. 36–41) and was eager to get more companions with him in order
to accomplish his mission to strenghten the churches and implement the decisions of
the Council of Jerusalem (Acts 15; 16.4).
Timothy’s Circumcision: Salvation Theology or Missionary Access?
It was Paul’s desire to use Timothy within the Jewish circles that made him
decide to circumcise Timothy before taking him along as a travel-companion. In the
eyes of the Jews, Timothy was a Gentile because he was an uncircumcised son of
Greek. Still, from the perspective of the Gentiles, he was practically a Jew, having
been thought to practice his mother’s religion, Therefore, Paul regularized his status,
legitimizing him in Jewish eyes and giving him access in Jewish circles.
One may consider Timothy as a succesor of John Mark, having the role of a
companion and assistant in missionary work. Although there is no mention of a
Synagogue in Lystra or Derb– and it may well be that Timothy’s mother has ceased
to be a practicing Jew after marriage–Paul intended to take Timothy with him in
places where there would be Jews and wanted him to have access. It was not a matter
of salvation linked with the circumcision (Acts 15.1)–it just happened after the
Council of Jerusalem where it was decided that this would not be the case–but one of
larger access and freedom in Christ. Paul could circumcise Timothy without being
accused of compromising the Gospel. In fact, the brothers in Lystra and Iconium all
approved of Paul’s actions as they commissioned and commended him to the ministry
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of the Gospel (1 Tim. 4.14; see also 1 Timothy 1.18). In a different instance, Paul
didn not circumcise Titus, who has fully Greek, because he did not intend Titus to
witness to the Jews. Later on, his manner of practicing salvation theology would
prove his freedom in Christ by bringing Titus with him in Jerusalem, as a fully
remaining Gentile Christian, believer in the prophets and in Jesus (Gal. 2.3).
Timothy: Companion and Co-sufferer. Second Missionary Journey
If one would think that having Paul as a mentor would be accessing the nicest
possible resources of guidance and having a cozy life, he couldn’t be more wrong. As
soon as Timothy was recruited, Paul and his team travelled from town to town
arriving in the regions of Phrygia and Galatia. Desiring to go further, Paul had the
option to go west to Asia Minor, but he was not allowed by the Holy Spirit. From this
one may infer that their original plan would have been to go down to Ephesus or
another city in Asia (Bruce 326).
Paul then started to go nord-west of Asia to Bithinia, to the two civilized
Roman cities of Nicomedia and Nicaea that had significant Jewish population. After
they were in Mysia just about to cross into Bithinia, the access was denied. Now the
options were only two: going back the way he came or crossing part of Asia (he was
not allowed to preach, but he could cross) to arrive at the Meditarrean coast, a long
and tedious journey without much or any ministry along the way. They decided to
keep going further and interpreted the prohibition to preach in these lands more like a
guidance to go forward than one to return. Finally, they arrived in the city of Troas,
which was a Roman colony and a “regular port of call for vessels jouneying between
Asia and Macedonia” (Bruce 327).
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When Paul and Timothy set out on this trip, the desire was to visit established
churches and encourage them (Acts 5.36; 16.5– a solid missionary strategy of Paul to
follow up an evangelistic campain with a futher visit. But now, they went way beyond
their original plan and followed Paul’s vision of being an apostle of the Gentiles (Acts
15.12, 22). Marshall is correct when he states that the whole account is “related at
breath-taking speed, to convey some impression of the irresistible sweep of event that
took Paul to Macedonia” (261). The puzzle of direction has not ended yet, as they
were at a port of Troas, from where Paul could have sailed in several directions,
including Jerusalem or Antioch.
At this point of uncertainty of direction, Paul received a night vision to cross
over to Macedonia, a Roman province since 146 B.C. After Paul shared his dream
with the team, they made a decision to go to Philippi, where they were consistent with
their plan to start first with the Jews and go to a place of prayer (possibly there were
not more than ten Jewish men present to form a synagogue). After the preaching, a
few believed, including Lydia in whose house a church started. Soon enough, after
the mirracle of healing of the slave girl, a riot started in the city whereby Paul and
Silas were beaten and put into prison. This course of event resulted in Timothy
witnessing the planting of a church, a significant mirracle, and the suffering
associated with the missionary work. After the conversion of the jailer, they made use
of their Roman citizenship and are asked to leave the city. Paul cared for the new
church that started by encouraging them to stay firm. Then they moved west along the
Egnatian Way to Thessalonica.
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Per his strategy, Paul entered the Jewish synagogue and won converts among
the Jews and the Gentile adherents. This caused the jealousy of some Jews, who were
of influential in the city and wanted to round up Paul. Arriving at the house of Jason,
which served both as the location for church meetings and Paul’s quarters, the
organized mob wanted Paul and Silas. Upon not finding them at this location, they
picked Jason and a few believers and required them to post bond for Paul, as if he was
a member of Jason’s household. Upon seeing the opposition, the new converts send
Paul and his companions to Berea, some sixty miles away (Keener 372).
At Berea, Paul found more open-minded Jews, who were ready to “examine
the Scriptures every day to see if what Paul said was true” (Acts 17.11). Still, soon
enough, Jews from Thessalonica arrived, and even though they had no legal
jurisdiction over Berea, they agitated the crowds and the local converts thought best
to send Paul to Athens, leaving Timothy and Silas behind. They would rejoin him in
Corinth (Acts 18.5)I in the meantime ,Paul conducted conversations both in the
Jewish synagogues and in the market place, ending up to deliever a powerful speech
on Mars Hill and sourrounding himself with new converts.
Once in Corinth, a rival to Athens and the economic and political center of
Greece (Keener 375), Paul dedicated himself “exclusively to preaching” (Acts 18.5),
having the support of his full team and fellow tentmakers Aquila and Priscilla. The
brothers in Macedonia sent a gift to Paul (2 Cor. 11.7–8; 12.13; Phil. 4.15) and he
was in no need to work on his trade, but could use the time to teach. That is why he
stayed in Corinth for a year and a half, going through opposition from the Jews but
being protected by the Roman laws. For the first time, Timothy may have had the
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opportunity to spend significant time with Paul, seeing him how he teaches the
believers for a longer period of time. Up to this time, he mostly witnessed
evangelistic speaches, and then they had to leave due to the persecution. Now, they
were able to stay longer and see Paul consolidate his ministry in a location.
After such a long time in Corinth and away from the church in Jerusalem and
Antioch, Paul decided to go back even though he has opportunities in Ephesus for
longer-term ministry. He promised to return and then made his way to Judeea and
soon back to his sending church in Antioch.
Timothy: Mature Co-worker and Continuator of Paul’s Ministry
Acts 18:22–23 gives the “impression of haste” by the succession of
participles, and in fact a journey of 1,500 miles is covered in two verses (Bruce 379).
Paul departed out of Antioch again to visit the churches he started, beginning in
Galatia and Phrygia. Timothy might have been with him all this time and was happy
to be around his home in Lystra. Paul wanted to keep his promise of visiting Ephesus
and heads there, meeting no opposition from the Lord, as he did on the previous
journey when he intended to go to Asia (Acts 19.1). He even found some believers in
Jesus, most of them not fully experiencing the work of the Holy Spirit. What followed
was an outworking of the Spirit through miraculous acts (Act 19.11) and a realization
of the seriousness of having the right faith and spiritual power at work (e.g., the
incident with the sons of Sceva).
It is highly probably that Timothy was with him all this time and experienced
this miraculous events. In a short while, Paul sent him and Erastus to Macedonia to
prepare his visit there, after which we hear of Paul’s plans for the future: a visit to

32

Jerusalem first, and then to Rome (Acts 19:21–22). From Luke’s account in Acts we
do not know if Timothy may have experienced such a strong outpouring of the Spirit
in a location before, although we know that at times their ministry was accompanied
by miraculous acts. It seems that in Ephesus, the majority of the Jews were interested
and engaged in the spiritual battles, and therefore Paul had to demonstrate not so
much the doctrines (Apollos had good influence on this) but the practical relationship
with the Holy Spirit and His power.
From Ephesus, Paul and his team traveled to Macedonia and Greece, where
they stayed three months (Acts 20.3). Then, instead of sailing from Corinth to Syria,
he decided to cross back in Asia Minor and sailed along the coast. Indeed, his travels
were marked by words of encouragement to the brothers and various forms of
opposition. The Christian churches being larger and more established now, they
found ways of dealing with the persecution and wanted to protect Paul.
Back on the Asian coast, Paul decided not to go all the way to Ephesus, but he
called the elders of the church for a time of farewells. What else could have Paul done
apart from saying farewell? Was the church so well establish that he didn not need to
support it any longer? He stayed there two and a half years establishing it, he knew all
their needs, but he decided to move on to where God directed him.
Timothy was with Paul on the trip to Jerusalem and upon arrival there entered
the Jewish custom of purification, so that the Jews would be appeased. That does not
happen. On the contrary, the whole city was in an uproar with the intention of killing
Paul (Acts 21.31). The Roman commander intervened and arrested Paul. He allowed
him to speak to the crowd but still wanted him flogged and interrogated. The
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commander then organised a debate with the Jewish leadership in order to understand
why are they against Paul. Later, ther commander sent him for trial to Governor Felix
in Caesarea, where Paul remained in arrest for a few years. In a letter written during
this time, he appreciated Timothy’s loyalty and service letting the Philippians know
that he intended to send Timothy to them to find out how they are doing.
When Paul had a time of relative freedom during (or after) his long arrest in
Caesarea and was able to travel to Macedonia, he sent Timothy to Ephesus to serve
the church there (1 Tim. 1.3). His duty was to confront the false teachers, to direct the
public worship, and to establish local leadership according to the standards agreed
upon by Paul and all the churches. Soon enough, Paul set sail to Rome, and when he
felt his life was in danger, he wrote a second letter to urging him to sail for Rome and
accompany Paul in his suffering. It is unclear whether Timothy managed to do so, as
he was himself arrested. After this, Scripture doesn’t reveal much about his
whereabouts (Heb.13.23).
The Training Transfer in Paul’s Letters to Timothy
One might assume that by reading Paul’s letters to Timothy, pastoral as they
are, one could find solid theological foundations for ministry. Indeed, there are
enough theological considerations in these two letters. Still, in Pauline letters one
finds, as Achtemeir writes “not so much a theology as a theologian engaged in
theological reflection. That reflection, furthermore, is directed not to systematic
statements, but to the solution of problems that have arrisen” (25). By his own
admission, Paul preached not a theology but “the Gospel” (Rom. 1.16). It is this
Gospel that I am attempting to define by answering the question of what was the
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content and how did Paul perform the training transfer of this Gospel to Timothy.
What were the major lessons that Timothy needed to learn at the time when Paul
addresses him letters?
Although it is still debated whether Paul wrote from Macedonia or from
Rome4 the larger context of the First Letter to Timothy is that Paul left Timothy in
charge of the church in Ephesus and he gave him guidance on practical matters and
strengthen his hand in carrying out the difficult task of leading the church. In this
letter, Paul gives him a number of instructions that could be summarised as follows:
 The need to distinguish between the gospel and its counterfeits represented
by the false teachers: Paul’s example and Timothy’s true call to minister
 The importance of public worship and order in the church. Here Paul talks
about public prayer, the advice to give to Christian women, the
qualifications for elders and deacons, the character of the church and its
threats, and what are Timothy’s personal resonsibilities in regard to these.
 Instructions about various groups within the church: widows, elders,
slaves, the rich, and a personal advice to Timothy on his health.
 Various instructions: about false teachers, about money, about pursuing
what is right, and a final admonition.
In the Second Letter, Paul continues his instructions to Timothy, but on a
much more intimate tone (“my dear son” 2 Tim. 1.2). Paul was fully aware that this
4

1 Timothy 1.3 suggests he was released from the Caesarea prison and able to travel to Macedonia,
possibly passing through Ephesus, where he left Timothy in charge of the church. Now he write him a
letter to give him instruction and encouragement – see D. Guthrie, 1989. Other scholars think that Paul
wrote from Rome, towards the beginning of his imprisonment there – see P. T. O’Brian, 1994. Still
others suggest that Paul had a 4-5 year gap freedom from his imprisonment in Rome and was able to
visit Spain, Asia Minor and Macedonia (on what is termed the ‘fourth missionary journey), and he
wrote these Pastoral Letters on his return to Rome where he was soon to be sentenced – see Elwell &
Yarbrough, 1998.
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may be the farewell address. He gives less direct commands, and encourages Timothy
to be faithful while facing external persecution and internal disloyalty. He encourages
Timothy do follow in his example of taking alongside disciples and passing to them
all that he has learned from Paul–suggesting Timothy is one of these worthy soldiers,
athletes, and wise farmers, resembling Jesus who has suffered. He should also warn
his disciples about the false teachers the difficult times of the last days. Therefore,
Timothy should continue in the faith in spite of the persecution or moral decadence,
and preach the Word, as Paul did. He was at the end of his life, awaiting with hope
the crown of righteousness. Paul also mentions a few of his opponents and team
members by name, restating his purpose throughout his ministry life: “the Lord stood
at my side and gave me strength, so that through me the message might be fully
proclaimed and all the Gentiles might hear it” (2 Tim. 4.17).
Application: Aspects of Training Transfer between Paul and Timothy
Early enough in their discipleship relationship the rules of engagement were
well established. Paul enacted training transfer methodology by circumcising
Timothy, even before the young man could possibly fully understand Paul’s actions.
He had to trust and submit.
Paul took upon himself the responsibility of caring for Timothy and teaching
him: a decision to teach and train and care for. What might have Timothy understood
that his responsibilities could be part of this equation? He certainly heard about the
dissagreement in regard to John Mark’s dismissal as a companion of Paul and might
have been wondering what is Paul expecting of him.
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Timothy might have been happy with the access he had so far, but Paul who
had a larger vision knew that this was not large enough. He thus gave Timothy more
than a spiritual gift through prayer, he enabled him to enter Synagogues and engage
in conversations with Jews on an equal status. It made him an insider into a
community. The transfer of training was visible and prophetic, it enhanced Timothy
ministry beyond his dreams and current possibilities. In many ways, this is the desired
outcome of any training transfer, to portray a vision beyond what one sees now and
enable that person to attain it, but enlarging his access.
Another significant training transfer at this point was being sensitive to the
Holy Spirit’s leading, either through prophets, visions or inner convictions, and in
agreement within the missionary team (Acts 16.10). Timothy saw a vulnerable and
flexible Paul, not knowing where he’s heading, ready to be directed by God.
In a matter of days, Timothy witnessed the start of the first church planted on
European soil, an extraordinary healing, and the suffering of the missionary team. He
and Luke were probably taking care of the needs of Paul and Silas, who were in
prison at the time. Therefore, one finds a new location of training transfer: what and
how is Paul teaching Timothy from prison? And what is he learning from the riot, the
beating, the use of Roman citizenship prerogatives, and being asked to leave the city,
where after long travels at last a church was started? What would have been Paul’s
attitude through all of this?
Certainly Timothy saw a Paul deeply committed to starting new churches and
caring for them, even though that might mean going through suffering. Also he saw a
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Paul not using his Roman privileges, but still requiring an official apology as a form
of justice.
One could wonder what were the lessons learned during the short time away
from Paul, while he was in Athens and Timothy in Berea. How could it feel now to be
left behind? He wasn’t alone; Silas was with him. However, certainly he had the
opportunity to ponder for the first time what is to be on the mission without Paul. It
seems that Timothy’s faith and commitment did not waivered, and he soon rejoined
Paul in his ministry.
Also significant for this study is the gift that the Macedonian churches sent
over to Paul through Silas and Timothy. Up to this point, they worked with their
hands in order to pay for their expenses. Now that they received financial aid, they
were able to devote themselves to ministry only, even though they had solid business
connections (Aquila and Pricilla)
In Corinth, Paul and his team remained for a longer period of time. Timothy
may have wondered whether Paul lost his drive to continue in unreached cities. How
would Paul’s method of preaching and teaching be different now that he had the time
to share deeper? Was it the time when Paul theoretically invested in Timothy’s
theological understanding?
Another training transfer lesson seen throughout the journey, but more clearly
towards the end, is Paul’s desire to return and report to the sending churches of
Jerusalem and Antioch on the progress of his mission. Even though these churches
have validated his ministry to the Gentiles and clarified theological the understanding
of salvation through faith in Jesus, they may have never imagined that Paul will go as
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far as he did in establishing churches all along the Roman world. Timothy may have
seen a Paul submit to the authority of his sending base and eager to go back and
report to them.
Paul continued to take Timothy with him as he travels around and visited the
churches they started. In Ephesus, he sent him and Erastus to Macedonia to prepare
his visit, and soon after he joined them, being forced out due to the riot in Ephesus.
The fact that Paul’s team was always enlarging with new people could have made
Timothy think that he was not as needed as before. Still, Timothy is very loyal, and
none of Paul’s disciples receives so much praise for his loyalty as he does (1 Cor.
16.10; Phil. 2.19f; 2 Tim. 3.10f). Patience, loyalty, desire to serve, continuation of
learning, were all aspects that form the transfer training at this point.
More than that, Timothy’s status changed from a disciple who was on a team
and sometimes left behind to solve remaining matters, to someone who was sent
ahead to prepare Paul’s visit. Timothy already spent one and a half years in Corinth
with Paul and did not need another long-term training time. During this time he was
send to Corinth (1 Cor. 4.17; 16.10f) and then to Macedonia, with a team composed
of Erastus. From mere young disciple, Timothy became a helper and fellow worker in
the ministry, able to carry missions on his own. The training transfer aspect is one of
trust, on Paul’s behalf, and enough confidence on Timothy’s behalf to move to the
next level of their relationship and ministry.
The spiritual climate of Ephesus fostered the special needs to engage in
spiritual warfare and perform miraculous signs. Earlier in Paul’s ministry they
seemed to be more like exceptions, while here they were the norm. One wonders what
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could have been the resuts in Timothy’s training experiencing the battle not limited to
intelectual debate (as in Athens or Corinth, for example).
There was also a change in missionary strategy while in Ephesus. Paul did not
travel from city to city, but established headquarters in the metropol and spent a
longer period of time training young disciples who would go out and spread the
Gospel. Timothy might have been one of them. Such is the effect, that towards the
end of these 2.5 years, outside opinion suggests that he impacted “large numbers of
people here in Ephesus and in practically the whole province of Asia” (Acts 19.26). Is
this new strategy because of age, wisdom, or practicality? We don’t know. Almost
certainly, Timothy may have learned his lesson to adapt and be flexible and employ
the best strategy for each place.
During Paul’s second trip to Macedonia and Greece (on his third journey),
Timothy and the missionary team saw the determination to help financially the
brothers in Jerusalim. Paul felts that it was his duty to submit to their request of
assistance. This charity is the example that he wanted to pass on to the new churches
among the Gentiles, looking towards Jerusalem for theological and practical
guidance. Like Paul, Timothy was born and grew in diaspora, and could easily
dismiss the importance of Jerusalem However, Paul feelt the need to give everyone a
lesson of allegiance.
The larger the church the bigger the opposition, it seems in the Pauline travel
narrative. The Christian brothers could not be easily ignored. Also, they could work
out ways of avoiding conflict or protecting Paul when in danger (see the decision not
to allow Paul to speak in Ephesus; also to go back through Asia and not directly in
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Syria). What is the transfer training that Timothy may have been left with in light of
this? Paul accepted the advice from the believers to avoid unneccessary conflict while
still he went to Jerusalem where it was prophecied that there would be persecution.
Timothy accompanied Paul to Jerusalem, after the farewell speech in Ephesus,
knowing well that he might not return there, either due to his age or to opposition.
‘The importance of saying Good Bye at the right time’ is one title one might give the
transfer training received by Timothy.
One wonders what did Timothy learn from Paul’s submission to Jewish
customs of cleansing? He certainly saw Paul’s submission to the believing brothers’
request to keep these regulations, and that they were not part of the core of the
Gospel, but rather cultural traditions.
Later, during Paul’s arrest and debates/conversations with the Jewish elders,
Timothy had access, as he was circumcised. Did he learn much from Paul’s breavery,
he a timid and fearful young man (see 1 Tim. 1.7f)? What would he imagine the
outcome of this could be, having been with Paul during various riots and opposition?
When Paul iwass sent to Caesarea and on long-term arrest, Timothy was there
with him, attending to Paul’s needs, including letter writing (see Philippians,
Colossians, Philemon). Timothy was ready to be sent to Philippi to serve the church
there. He was now a capable servant of the church, ready to be sent wherever Paul
considers appropiate. He and the larger missionary team were the fruit and extension
of Paul’s ministry. And Timothy experienced the development of this ministry out of
nothing in just a few short years, seeing the Gospel being preached and churches
established all over Syria, Asia, Macedonia and Greece. One could easily imagine
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that this model would have served to give Timothy a lesson into his own future
ministry.
Training Transfer from Paul’s letters to Timothy
When Timothy left Philippi, he went to Ephesus to be in charge of the large
but difficult church there. Although the church was well established, Paul had spent
more time there than anywhere else because there werel lots of remaining needs to be
clarified for the first or second generation believers. Paul had confidence in Timothy
that despite his youth that he would be capable of establishing a mature ministry,
giving him guidance and encouragement. Even though it may have been clear to
Timothy that he might not meet Paul again, he was confident to have in Paul a strong
support both doctrinally and pastorally. Timothy learned not to dismiss and forget the
ones that helped enter in ministry but to continue to invest and exercise influence for
their benefit and for the benefit of the larger ministry.
In the letters addressed to Timothy contain information about the content of
teaching Paul was transfering to the churches and his disciples and the instructions
given on the new threats to the health of the churches they established, represented by
the false teachers. The false teachers were there from the beginning. Most of the
persecution that Paul and Timothy experienced together is attributed to them. The
instruction for Timothy to command certain people not to teach false doctrines (1
Timothy 1.3–4) shows his new authority in the church. Paul was an example for
Timothy and now wanted to complete the training transfer by encouraging Timothy to
practice it on his own standing.
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Reminding Timothy of his call to minister served to give him a stronger
footing in his battle with the false teachers since they did not receive such a calling
and also established a direct relationship between Timothy and Christ Jesus. Timothy
was now firstly a servant of Jesus, and secondly a disciple of Paul. In Jesus Timothy
should find sufficient resources for life and ministry. This theological statement
stayed with Timothy even after Paul left the earthly scene, and one that Paul wanted
to make sure that Timothy understood well.
Timothy had been enough with Paul in various cities where churches were
established, including Ephesus, in order to understand the importance of how to
conduct public worship meetings and how to organize the church. Again, Paul wanted
to complete the transfer training with passing on the authority to Timothy as the
warrant of healthy church life.
Moreover, there were miscellaneous aspects that Paul, knowing Timothy well,
wanted to put an emphasis on: how to deal with widows, elders, slaves, the rich, his
personal health, and keep the commitment fresh. Paul may have considered that in
these aspects Timothy needed a push towards completing the transfer training started
long ago.
In the Second Letter, Paul employed the intimate tone to allow him to say
farewell and still to finish some last details of Timothy’s training transfer. Among
these are recurrent elements from their time together and seen also in the first letter
(false teachers), but also new ones such as the need to stay strong in spite of the
internal and external persecution, explicit encouragement to follow Paul’s example in
disciple-making, decision to concentrate on preaching the Word and not loose sight of
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the purpose of his ministry (all the Gentiles to hear the Gospel), and importance of
surrounding him with the right team mates.
In 2 Timothy 3.10–17 the exact aspects that Paul employed in the training
transfer deliniated: teaching (doctrine), way of life (personal example), purpose
(vision and personal mission), faith (commitment), and character (love, endurance).
These aspects are to be cherished and followed. Paul states Timothy’s progress in
training transfer by saying “you have learned and have become convinced of” (2 Tim.
3.14). Therefore, on Timothy’s side, he was expected to receive the information and
allowed himself to be convinced by it. Here is the full circle of training transfer as
seen in Paul’s relationship with Timothy.
Summary
I have started the search for biblical foundations of training transfer with a
short description of this thesis prospectus, deliniating the personal and academic
motivation for such a research. After a short overview on the solid presence of these
theme throughout the biblical material, I decided to focus on Paul’s relationship with
Timothy as seen both in the time spent with Paul during their missionary journey as
well as in the private, now public, writings.

Training Transfer: Literature Review
Introduction
Up to this point I have focused on the biblical and theological aspects of the
training transfer theory, using an inductive methodology of discovery the main
elements as they are presented in the biblical narrative. I looked more deeply into the
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existing relevant research on training transfer across the adult learning, performance
improvement, human resource development, management, training and psychology
literatures.
My endeavor was limited only to the primary factors influencing transfer: the
characteristics of the learner, intervention design and actual delivery, and workplace
context influences. I discovered the chronology of the proposition of the training
transfer theory, who were the main theorists and practitioners and how they have
applied, corrected or expanded the initial proposal. I defined key concepts and
definitions as well as unique vocabulary that is in need to be interpreted when
carrying a conversation about this theory. Also, along the way, I found the existing
and potential gaps: aspects that have not yet been researched or may be presented in a
different light when contextualized to our situation. All this was done in a manner of
discovering my own hermeneutical approaches and underlying philosophical claims
and protocols.
Learner characteristics
Training outcomes are greatly influenced by the learner’s capacities and
characteristics. Among these, the primary characteristics are intellectual ability, selfefficacy and motivation, as well as these that pertain to personality, identity, and
career variables.
Cognitive ability. There are a number of researchers that link general mental
ability with training effectiveness, Robertson and Downs accounting for as high as
16% of the variance. Colquit, LePine and Noe conclude after 20 years of research that
the cognitive ability coefficient within the training transfer is moderately high at 43%.
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All along, research in educational or training circles supported the idea that a high
measure of general intelligence was most needed and resulted in greater success (see
Baldwin and Ford; Ree and Earles), particularly due to the capacity of paying
undivided attention (Kanfer and Ackerman).
Self-efficacy. Self-efficacy refers to the judgments learners make about their
own abilities to perform tasks. In contrast to cognitive ability, it could be developed
(Morin and Latham) through experience and feedback, goal setting and selfmanagement (Gist et al.), and verbal self-guidance (Brown and Morrissey). Starting
with Bandura (1982), there are various studies that relate the success of transfer to
self-efficacy (Holladay and Quinones; Mathieu, Martineau, and Tannenbaum), and
apply it to other areas (Saks, 1995; Stevens and Gist; Tannenbaum, Mathieu, Salas,
and Cannon-Bowers).
Motivation. When the trainees come highly motivated to learn the retention
and transfer level is higher. The level of intensity and desire to learn, pretraining
motivation (see Chiaburu and Marinova) and motivation to learn (see Quinones), and
to utilize the skills and knowledge received, motivation to transfer (see Noe), are of
significant importance in the actual transfer. The intrinsic reasons (sense of
recognition) for attending training reported higher results of transfer than the extrinsic
ones (pay and promotion) (see Kontoghiorghes). Still, the need for further studies of
the relationship between intrinsic and extrinsic motivation is great as one could not be
detached from the other (Taylor et al.).
Personality. Many leadership development programs include a personality
assessment (using tools such as MBTI or DISC). Rightly so, as Barrick and Mount
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found that extroverts exhibit higher training performance as individuals and also help
groups retain more, due to the cognitive sharing processes (see Olivera and Strauss).
The innate dispositional variables (for example, positive or negative affectivity,
anxiety) can produce correlations between training and motivation to transfer
(Martocchio). Also, intellectual curiosity, as seen in openness to experience, allows
learners to link previous experience with current training and acquire faster the
necessary skills (Herold et al.).
Perceived utility/value. Trainees exhibit a higher transfer success if they
perceive that it will improve a relevant aspect of their work performance (Clark,
Dobbins, and Ladd). Thus, the value evaluation of the training is based on the
credibility of the new skills for improving performance, a recognized need to improve
their job performance, a belief that applying new learning will improve performance,
and the practicality of the new skills (Yelon, Sheppard, Sleight, and Ford, 2004).
There is higher transfer when the training answers perceived needs, is relevant and is
applicable (Axtell et al., 1997).
Career/Job Variables. Kontoghiorghes suggests that learners gain and use
new knowledge at work when allowed and assisted to create career plans that
correlate to training. Moreover, the transfer is positively influenced if there is high
identification with the job (Mathieu et al., 1992) and if there is a good degree of
organization commitment (Colquitt et al.). It is hard to retain great transfer of
knowledge and skills when one does not feel welcome within the organizational
culture or feels that his job is insecure and has no solid future.
Summary. We agree with the way that Burke and Hutchins phrased it:
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The study of learner characteristics factor rarely relies on anecdotal
evidence; empirical studies abound. In fact, certain learner variables
have been fairly well established as having important influences on
transfer, including cognitive ability, self-efficacy, pre-training
motivation, negative affectivity, perceived utility, and organization
commitment variables. (271)
Some other aspects continue to need particular attention, such as extrinsic versus
intrinsic motivators or prior experience. By including personality assessments, many
of these individual aspects could be analyzed together in an attempt to define the
cluster of traits needed for high training transfer.
What is missing in this review is the spiritual component of individual
characteristics and how such beliefs may affect and influence an employees’ selfefficacy, motivation, affectivity, openness to learn, and organizational commitment.
This gap can be bridged by the particular focus on Timothy’s case, which can provide
such elements. These enables one to apply the training transfer concepts to a
particular area, more specifically to Christian humanitarian leadership development
programs, such as exemplified by the New Generation Leadership program developed
by World Vision in the Middle East and Eastern Europe Regional office.
Intervention Design and Delivery
The popular view when evaluating a training program is to focus solely on the
trainers and their skills, the content of the training, and possibly on the methodology
used. While this is certainly important, it is but a part of the consideration needed to
be given to a training program and its successful outcome. One would need to include
the already discussed individual characteristics and the organizational environment.
Even though one focuses mostly on the given intervention, significant preparation
must be performed for it to occur, such as identification of learning needs and goals,
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content relevance, major instructional strategies and methods used, self-management
strategies and technological support relevant to the training transfer.
Needs analysis. Even though it is an established acknowledgement that needs
analysis is the prerequisite of any training offered, researchers found that only 6% of
organizations reported using it in designing and performing a training (see Arthur,
Bennett, Edens, and Bell). The conceptual support is strong for conducting needs
assessments (Rossett) while the practice is weak due to other considerations, such as
unclear performance specifications or inadequate resources and support (Rummler
and Brache). It may also pertain to the development of training material that wishes to
be as generally applicable as possible (such as a leadership development curriculum),
and therefore the deficits in knowledge, skill, and ability are rarely assessed for a
particular context. Even when such an assessment occurs, it is not reported because it
is not considered of relevance (Arthur et al.).
One way to avoid this pitfall is to include stakeholders during the process of
designing the training and to use a needs analysis approach that clearly points to the
potential obstacles to positive transfer (Gaudine and Saks). One such tool, developed
by Holton, Bates, and Ruona includes 16 aspects that may impact training transfer.
This tool could be useful for both the trainer and trainees to arrive at the desired
results of performance.

Learning goals. Setting up goals for the training, negotiating them with the
organizers as well as with the participants is of outmost importance and well
documented in the literature. Initially, the interest was on behavioral change as a
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learning goal (Gagne). However, the later literature encouraged both assigned and
participative goal setting (Taylor et al.) as a way to increase training transfer. Once
clear learning objectives are reached, the trainees could focus their attention and
effort in order to maximize opportunities for attaining the goals, and the various
evaluations of training transfers prove so (Brown, 2005; Kontoghiorghes).
Content relevance. It has been a while since Clark and Voogel proposed that
content training is critical in the training transfer. Still, only in the recent past were
empirical studies performed that examined the correlation between content and
transfer outcomes. The overwhelming conclusion was that there is high correlation
(Lim and Morris). Indeed, it is the primary factor in the learner’s perception of a
successful transfer, especially when it easily connects to the work tasks that the
trainee needs to perform on the job. When it is impossible to offer training specific to
the tasks, one could draw from the identical elements theory that encourages similar
or closely related material (Thorndike and Woodworth. In order to provide the best
and most useful content, one should consider the importance of needs analysis as the
provider of the relevant content.
Instructional strategies and methods. A number of instructional strategies
and methods are designed to teach for best transfer, such as adequate practice and
feedback, overlearning, cognitive overload, active learning, behavioral modeling and
error-based examples (Russ-Eft). Holladay and Quinones have found positive
correlation between continuous mental rehearsal and behavioral practice during
training with actual transfer. Providing constant feedback, reinforcement and
remediation of errors resulted in higher transfer levels, as supported by the results of

50

research of Lee and Kahnweiler. This may lead to another method, namely
overlearning, where the new knowledge or skill is practiced over a period of time,
even though the correct performance has been implemented, until it becomes
automated (Fisk, Lee, and Rogers).
Also, the focus on the cognitive load methods promotes appropriate levels of
amount of information for best transfer outcomes. Training designers should carefully
consider what is not necessary for learning (extraneous load) and what contributes
directly and is sine-qua-non to learning (germane load) so as to not overload the
participants (van Merrienboer).
Active learning has more substantiated practice as it focuses not on lecture
time, but on activities that lead to practice. Therefore, active learning enhances adult
attention span. Introducing dialogue, immediate feedback or behavioral modeling
may increase learning and is considered superior to lecturing only, although the level
of research to substantiate this claims is weak (Silberman and Auerbach).
Decker found that behavioral modeling enhances transfer generalization. It
refers to strategies that concentrate on ways to execute trained skill and is best used
when both positive and negative examples are provided (Taylor et al.), although there
are proponents of only error-based examples
Self-management strategies. The purpose of self-management strategies is to
equip learners with the needed skills that will assist them in applying the new
accumulated knowledge to their work environment. They will design personal
strategies, such as self-generated positive feedback or setting up very specific and
challenging personal goals with clear action plans. These plans may have the role of
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positively affecting their conceptual and empirical performance to the workplace
(Brown).
Technological support. The possibility of conducting training and coaching
using the new technology is immense, as the various communication tools allows one
to converse as if is visiting one’s office or home. Virtual conferences and classrooms
as well as staff meetings are starting to be the norm, proving to be cheaper ways of
transferring training. There are also specifically designed technological tools to
reinforce training and learning like gOEbase, edX or Coursera, or the online
curriculums of various institutions. The effectiveness of such tools has yet to be
assessed. Up to this point the empirical research in this area is limited.
Summary. This second aspect of transfer training that focuses on content and
behavioral modeling is in most need of further research in order to empirically
establish their effectiveness. Factors such as content relevance, needs assessment, and
learning goals that seem to self-impose are the reason such limited evaluation has
been carried out. As for the various instructional and self-management strategies,
research is needed to clarify or to build on the findings. No questions are pressing
though in regard to the importance of focusing on the actual intervention design and
delivery when considering the impact of training transfer.
Work Environment Influences
The third aspect of training transfer that I am considering here involves work
environment factors that influence the learning process, such as strategic linkage of
training, transfer climate, supervisory and peer support, opportunity to perform, and
accountability. The initial support started with supervisory support and opportunity to
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perform (Baldwin and Ford). Researchers have expanded the conversation to other
elements considered part of the aggregate context that affect training transfer.
Strategic link. When a particular training is linked to the overall goals of the
organization or department research indicates a higher implementation of the training
while back on the job (see Montesino). Trainees feel that there is applicability within
their context and could look for ways to connect and apply strategically the training to
the organizational goals.
Transfer climate. The overall organizational culture and particularly the
transfer climate is another significant factor for transferring a learning intervention
(Russ-Eft). For example, a simple encouragement to use the new acquired skills or
even designing positive consequences for correct use of skills (or remediation for not
using these skills) could form the needed social support and incentives from peers and
leadership for a good degree of transfer (Rouiller and Goldstein). Such attitudes and
actions prove that the organization is open to innovation and learning.
Supervisor/peer support. Occasions may happen when the organization does
not portray an open attitude to learning. However, the trainee still may receive
sufficient support from peers and supervisors. Therefore, the learning is well
transferred. In fact, Clarke suggests that this is the strongest factor contributing to
training transfer. The various ways in which a manager could provide his support may
include discussing the new learning once the trainee is back on the job, participating
in part or all of the training in case it is something that he has not experienced yet,
and constant encouragement to use the new skills (Lim and Johnson). The manager
could also ensure that there is encouragement from the peers by promoting the new
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learning in the immediate team context. At times, peer support proves to be more
efficient to training transfer than supervisory support (Facteau et al.).
Opportunity to perform. There are studies which link low training transfer
to limited opportunity to introduce and apply the new acquired skills (Clarke). For
this reason it is important for managers and their organizations to provide adequate
opportunities for their employees to practice the new skill on the job. The trainee may
have difficulties trying to convince his supervisor and peers of the importance of the
new skill and create at the same time an opportunity for application. The supervisor
and organization are looking for the return of investment from encouraging the
trainee to partake in the training. If they fail to create opportunities for applying the
new learning in the work setting they incur material and retention losses (Lim and
Johnson).
Accountability. Longnecker argues that the primary incentive to transfer in
the post-training stage is the request for a report of learning and a clear action plan.
This plan creates accountability and it signals to all involved that transfer is important
(Bates). The accountability is an added responsibility to the trainee the knowledge
that when one returns back on the job one will have to transfer the new learning.
Moreover, if there is a plan for keeping them accountable, the probability of transfer
increases (Kontoghiorghes).
Summary. The literature analyzing the work environment factors affecting
training transfer is fairly recent and is gaining momentum as an important aspect to
consider when evaluating learning outcomes. While many of these aspects seem to
have strong relationship with transfer of learning, the empirical research is till

54

minimal and requires further attention. Still, the recent development of multifactor
models of evaluating training transfer in the work environment real is encouraging
(Tracey and Tews,), especially those including situation and individual factors within
a department or organization (Ford and Weissbein).
Leadership Development Evaluation Literature Review:
About Methodology
I now turn my attention to the existing literature on leadership development
evaluation. I have laid the theological framework of training transfer concepts and
have built the organizational development on it. What is left is a compatible method
of evaluating if the construction is solid. The business sector seems to invest more
resources in assessing whether their resources are properly used. Kelly Hannum,
Jennifer Martineau, Claire Reinelt have put together the much appraised Handbook of
Leadership Development Evaluation. They review the current methodologies and
provide advice about how to successfully undertake evaluation of similar contexts,
offering powerful opportunities for cross-program or cross-sector learning.
Evaluation is the process of collecting and synthesizing information. When
leadership development uses evaluation effectively, it “accelerates desired changes by
being intentional about what is being achieved and why. Evaluation can also be used
to better understand and document the unintentional outcomes of leadership
development. This knowledge can then be used to improve development programs”
(Hannum et al. 7).
The broad methodological concepts important to evaluation design are casual
attribution, temporal precedence, logical relationship between cause and effect,
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empirical relationship between cause and effect, no plausible alternative explanation,
validity, reliability, generalizability. A few of these concepts were applied in the
evaluation of New Generation Leadership.
The diversity of contexts require the use various leadership development
evaluations. Aspects to consider are purpose and scope of the leadership development
efforts, history and culture, time, availability of resources, the quality and availability
of data, and the expectations of key stakeholders.
Manuel Gutierrez and Tania Tasse review the theory of change approach to
leadership development evaluation (Hannum et all 7). The theory proposes a pathway
mapping of change that analyzes only a certain number of objectives to measure
program success. While valuable in some domains, this approach is not compatible to
our cross-sector and holistic learning.
A number of holistic designs seek to extend beyond the results in individuals
participating in the program. J. Grove, B. Kibel, and T. Haas evaluate such opensystem perspectives on evaluating leadership development and bring positive
outcomes. Still, in my endeavor to link training transfer with Paul-Timothy paradigm
in an organizational development setting, such a design seemed to be too open and
could lead to broad inconclusive results.
Hazel Symonette proposes that evaluation should be included in the
development process. Therefore, all the voices and views should be taken into
consideration. They should be given power to provoke possibilities and transform
them into the praxis. While such a model is valuable in opaque or ideology free

56

contexts, I concluded that it does not fit the acquired frameworks: training transfer
concepts and Paul-Timothy paradigm.
The more visible business model, used not only in leadership development, is
measuring return on investment. This model creates a single score, and it certainly is
the right measure in specific situations. The less glamorous aspects of this model is
that it requires significant resources to collect all the needed data to calculate the
return on investment. Additionally, many leadership development programs do not
have financial gains as their ultimate goal. Even in a business setting, the emphasis on
an accepted score for all does not satisfy all the users (for example, the organization
may do well, but one’s career may not be progressing).
The most appropriate methodology for this study in evaluating leadership
development programs seems to be the quasi-experimental evaluation, especially
when linked to multicultural intelligence competencies. This methodology arises from
the need to measure change in leadership and to determine if there is a relationship
between this change and the leadership development program in question.
B. Craig and K. Hannum place this method between nonexperimental
(observations are made in absence of any intervention) and experimental (where the
evaluator interferes in the design of the intervention by using control groups and
random placement individuals) designs. The quasi-experimental methodology uses a
control group that is compared to itself before and after the program. It does not
interfere with the actual implementation of the initiative and does not use random
assignment. Such a design provides more information about the changes that occurred
and the cause-and-effect existing relationships.
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Using transfer training concepts linked with the quasi-experimental
methodology seems to match the present research need. I took a control group (the
New Generation Leadership participants) and compared it with itself after a certain
amount of time has occurred since their participation in leadership development
training. By doing this, I did not interfere with the actual training transfer, and have
enough solid elements to assess its efficacy.
Gaps Analysis in the Literature Review:
Relevance of Paul’s Relationship with Timothy to Organizational Leadership
Development
One of the most visible applications of training transfer is within the larger
design for organizational leadership development of various institutions (church,
academia, business or humanitarian). This explains my motivation to see the
revevance of Paul’s impact on Timothy’s life in light of the contemporary application
in the marketplace.
Timothy’s relationship with Paul was very close, like a father-son
relationship. Paul entrusted him with assignments of great importance, and his name
appear as co-author on six of Paul’s epistles. Paul himself admits about Timothy, “I
have no one else like him” (Phili. 2.20). My focus in this thesis is not to assess the
impact of the mentor relationship between Paul and Timothy during the establishment
of the early church or throughout the history of the church. I do not have the space to
discuss in any great detail the implications on practical theology (apart from our focus
on leadership development) or systematic theology on the nature of the church and its
mission. Indeed, I will limit myself to seek the implications for organizational
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leadership development so that I could later attempt an assessment of a particular
training transfer program within World Vision.
In light of the fact that this thesis will focus on evaluating a leadership
development program and its transfer training within a humanitarian Christian
organization, I see important to apply the major aspects of Paul’s relationship with
Timothy to such a setting. The existing literature is very scant on the subject.
When I reviewed the biblical material for Paul-Timothy mentoring
relationship I concluded by listing a number of aspects of great significance employed
by Paul in his desire of solid training transfer, aspects that will form the basis on
contemporary applications of this concept to a broad range of developmental
processes. These aspects were: mindful of cultural customs; expand theological
understanding; receiving financial aid; commitment to reach the goals; exposure to
vulnerability and need for guidance from higher leadership; clarity about
responsibilities; various practical suggestions; steadfastness in face of persecution;
choosing one’s team-mates carefully (recruitment); Paul preparing Timothy for
serving Christ, not Paul; advice about health care; encouragement; motivation to
continue; honor allegiances; caring for Paul in hard times (prison) or
direct opposition; important of good transitions; understand spiritual warfare; status
changes over the years; report back to sending bodies; importance of doctrinal
teaching. As one could easily see, these aspects cover the whole range of leadership
development. Stacy Hoehl explores the mentor relationship between Paul and
Timothy from the perspective of organizational leadership in trying to propose
strategies for today’s leadership practitioners. She considers that “sucessful mentor
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relationships result in benefits to the mentor, the protégé, and the organization”
(Hoelh, 44). And she summarizes the ingredients of the successful training transfer
process between Paul and Timothy in her work.
First, the process requires the right person for the job. This requires careful
selection and recruitment, matching Timothy’s knowledge, skills, and abilities (KSA)
with job requirements. Hoelh concludes:
The result of this person–job fit was a committed, motivated
messenger of the gospel in the person of Timothy. If the same
approach is applied to mentor relationships in contemporary
organizations, the result will be employees who are committed to and
motivated by their work. (42)
Furthermore, the person must be equipped for the task. This equipping
involves developing transfer training programs, similar to what Paul conducted for
Timothy, that need to be established on the basis of a needs assessment of
individual’s knowledge and skills, the network of internal relationships,
organizational change and career development. Salomon and Schork suggest
anticipatory socialization (job description, realistic job previews), accommodation
socialization (individualized orientation programs, social skills training, extensive
feedback, stimulating work assignments, and challenging leadership), and role
management socialization (professional career counseling and increased flexibility in
work assignments who are successful well-adjusted to the organization).
Additionally, they must be empowered for success. Paul regularly reminded
Timothy of his call to missions and wanted to renew his commitment to the goals of
ministry. Empowerment happens through inclusion in decision-making processes,
providing opportunities to influence change, and allow voicing of oppinion to
colegues and superiors. The focus is on high-task and high-leadership style. The
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rewards of empowerement are job satisfaction and organizational commitment. Also,
empowerment has been shown ‘to increase employees’ perceptions of organizational
fairness and justice, respect from both peers and leaders, and organizational trust’ (see
Laschinger and Finegan, 2005), especially in transformational leadership style
contexts.
The also must be employed for effectiveness. Paul provided opportunities for
Timothy to put his competencies to test, by sending him to Macedonia and Ephesus.
Employees are often more productive, innovative and loyal if given challenges that
they overcame and stimulated by their work. An important factor to successfully
retain highly qualified employees is simply to create an environment that would
encourage them to stay . This is accomplished by providing a context where new
responsibilities are taken and challenging work is encouraged.
Lastly they must take par in a treasured relationship. In Hoehl’s words,
“Paul’s mentorship with Timothy involved consistently communicating his
admiration, respect, and gratitude for Timothy as a fellow worker for the kingdom of
God” (45). A solid relationship with followers can be establish by including one
inside the group, according to the leader-member exchange theory (LMX; see Wayne
et al.), and by various ways of employee recognition.
Research Design
Lisa A. Burke and Holly M. Hutchins have synthesized the developing
knowledge regarding the primary factors influencing transfer—learner characteristics,
intervention design and delivery, and work environment influences. They define
training transfer as lessening “the gap between learning and sustained workplace

61

performance” (Burke and Hutchins 263). I have followed their model and have first
identified the variables in the literature review, both from a theological and
organizational development perspective.
Later, I have gathered data about a particular leadership development
program, in this case the one conducted by World Vision, MEE. The training transfer
concepts along with the quasi-experimental evaluation methodology assisted me in
evaluating at what level of quality the transfer happened, and it may provide a solid
basis for proposing new re-design of the training program that is evaluated so that the
desired outcomes will be fulfilled. As far as an evaluation method is concerned, I
considered that the quasi-experimental design methodology gives best results to this
research, as it assisted me in determining the possible cause-and-effect relationships
of the various aspects of the training transfer theory (see Craig and Hannum 20).
In answer to the third research question, I have attempted to evaluate the New
Generation Leadership project, as designed and led by World Vision, MEER, in light
of the theological undertones of Paul-Timothy training transfer concept applied to
organizational leadership (Hoehl).
Summary of Chapter 2
I started this chapter with a short description of the present thesis and the
motivation for this study. I then turned the focus on the biblical foundations of
training transfer–the concept that forms the backbone of this research. After a brief
survey of Old Testament and technical term didasko I decided to look into the
relationship of Paul with Timothy as the biblical model for successful transfer of
training. I surveyed the biblical narrative as seen in the book of Acts of Apostles
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pertaining this relationship and described the start of their relationship, the major
incidents within the second and third Paul’s missionary journey, and the theoretical
training that is contained in Paul’s Letters to Timothy.
As I surveyed this relationship, I was interested in the aspects of transfer of
training between Paul and Timothy, a number of these becoming evident from the
recounting of the narrative itself. I have taken the necessary care to enumerate them
in their integrity, without much arrangement into major themes or conceptualization.
This allowed me to bring them along when applying the training transfer theory to a
particular training project, so that its evaluative elements would be easily evident. As
I moved more into the organizational human resource development, I wanted to point
actual relevance of Paul’s relationship with Timothy to this area with the help of
Stacy Hoehl’s work.
In my attempt to apply Paul-Timothy transfer training paradigm to
organizational development it was important to review the existing relevant literature
on the training transfer. I have done so in a thematic way, following the leading of
Burke and Hutchins. Doing so, I have a number of ready elements–stemming out of
the literature review–that will provide the backbone for evaluating the New
Generation Leadership project, a Christian leadership development training offered
by World Vision to their key staff within Middle East and Europe Region. This will
become the focus in the following chapters of this dissertation.
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CHAPTER 3
RESEARCH METHODOLOGY FOR THE PROJECT
Nature and Purpose of the Project
Stemming from the desire to evaluate Christian leadership training programs,
I started this journey of researching what could be the main components needed for
such initiatives, what are the potential missing or weak gaps in a particular project
(New Generation Leadership, in this case), and what impact could have a theological
leadership formation framework, as seen between Paul and Timothy, upon the design
and implementation of leadership formation programs. The purpose of this project
was to evaluate the effectiveness of a leadership training program organized by a
Christian NGO for their middle-management staff located in over 10 countries
throughout Middle East, the Caucasus, and the Balkans that was conducted between
2013 and 2014.
In order to achieve this goal, I started with an in depth analysis of the biblical
material on leadership formation, with a special focus on Paul’s transfer of training to
Timothy. I have continued with an extensive literature review on the key element of
leadership development within organizational development context. Upon concluding
that training transfer concepts provide answers best fitted for our questions, I have
used them to collect data and analyze a particular leadership development project
(New Generation Leadership) within a Christian organization (WV, MEER). These
results were placed against the lens of Paul-Timothy paradigm in order to reach
theologically informed learning.
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Research Questions
Research Question #1. What are the key elements of leadership formation that
contain strong empirical support for influencing transfer outcomes?
In order to answer this question I plunged into a thorough literature review on
the subject of leadership development, both from a theological and from
organizational development perspective. This endeavor bore fruits, as some solid
conclusions were reached on both levels.
Research Question #2. What are the leadership gaps that the New Generation
Leadership program intended to bridge?
Having received a direction for this study as a result of the literature review, I
have proceeded to use the training transfer constructs in order to evaluate the
leadership development project within World Vision, MEER. Here I have reviewed
the design documents of this project and the monitoring and evaluation surveys and
evaluations conducted internally. This I have done using the quasi-experimental
evaluation methodology, a non-intrusive process of identifying the changes that have
occurred and whether these changes were caused by the initiative in question. It
included interviewing some of the participants of this leadership development project
in order to see the results since graduation.
Research Question #3. How could Paul-Timothy transfer training model
impact the design and implementation of an organizational development leadership
formation program?
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After the conclusions resulted from the literature review and considering the
analysis of data from one exemplification of a leadership development program, I am
now ready to embark on a profoundly theological journey to see how such a program
would be impacted by the biblical paradigm of Paul-Timothy transfer training. This
task will be accomplished by observing common features within the organizational
development transfer training components, as exemplified in the New Generation
Leadership, and the biblical elements of Paul-Timothy relationship. The assumption
of this study was that biblical thinking could have a deep and lasting impact in the
design and implementation of Christian leadership development programs.
Ministry Context(s) for Observing the Phenomenon
The setting for my qualitative study was comprised by one of the six regional
offices of World Vision, a Christian humanitarian non-governmental organization that
is present in about 100 countries. Its overall Vision Statement is: Our vision for every
child, life in all its fullness; Our prayer for every heart, the will to make it so. World
Vision’s Mission Statement clarifies that they are “an international partnership of
Christians whose mission is to follow our Lord and Savior, Jesus Christ, in working
with the poor and oppressed, to promote human transformation, seek justice and bear
witness to the good news of the kingdom of God.”5 The core values of the
organization are: We are Christian; We are committed to the poor; We value people;
We are stewards; We are partners; We are responsive.
The immediate context is that of Middle East and Europe Region, within
World Vision. It comprises more than 10 offices in countries such as Lebanon, West

5

For more information about World Vision visit http://www.wvi.org.
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Bank and Gaza, Pakistan, Afghanistan, Armenia, Georgia, Azerbaijan, Albania,
Bosnia and Herzegovina, Romania. This particular leadership development program
was initiated by the Human Resource and Faith in Development departments. The
overall aim was to identify and select potential indigenous leaders and provide
leadership development training for these in order to give them larger access to senior
positions within the organization. Therefore, a project was put together (named, New
Generation Leadership), funding was secured, and the two departments worked
together to implement it.
New Generation Leadership project is a leadership development program
started in 2013 to correct the deficit of middle and top indigenous management within
the ten different national offices. The project results from a good cooperation of the
Human Resource (called internally, People and Culture) and Faith and Development
departments. The Faith and Development department deals mostly with preserving
the Christian identity of the organization in all its projects, its relationship with
churches, and the interfaith engagement.
The New Generation Leadership project is part of a larger program (called,
Leadership Development Programme) that includes also National Directors
development (10 people) and talent identification. These are a larger group of
individuals, not readily up for promotion, but with outstanding potential that could
become in the near future part of the senior management teams. These two
components were not included in our scope of study here due to focusing necessities.
My focus is on an identified group of individuals (about 15 people each year) who
may take senior positions of leadership in the next 1–2 years.
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The program proposal states the overall objective of the Objective of New
Generation Leadership project, which is:
•
•

To transform and equip Leaders so they can be more effective in
leading programs and people (in order to transform children's life and
community)
We see leadership capacity development as a critical success factor to
successful program implementation in MEER. We need a continuous
effort to create the right balance with a strong focus on relational skills
and supervision of others.

The design and implementation team, upholding the above objectives, started
a thorough needs analysis, a process that was repeated each year before the
implementation of the project. This analysis was performed on the already identified
group of middle-level managers who could take senior positions of leadership in the
next 1-2 years. In 2013, the results of the needs analysis revealed the critical elements
to consider when designing the project.
In broader terms, these aspects listed above have to do with improving
individual knowledge, skills and abilities, and learning to influence the work
environment towards a positive climate. It also shows the availability of the
participants to grow and implement changes for larger impact. They wanted to
become better leaders.
Keeping true to the project objectives and the needs analysis, the project
management team was now ready to propose a design of the leadership development
program for these participants. The New Generation Leadership project followed the
framework of Christian development proposed by the World Vision LDP Global
Center. It focuses on 4 areas of growth:
•

Faith/Belief

My chosen truths

•

Vision/Mission

Norms and Values
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•

Knowledge

Positive Attitudes

•

Skills

Observable performance

The New Generation Leadership project was to have six interlink and
overlapping stages. There was an internal evaluation of each training transfer
component of the New Generation Leadership project. The project has been designed
to offer different components, each of them to develop the participants.

Figure
3.1 Summary
of Next Generation
Leadership
Summary
of stagesof
of Stages
Next Generation
programme

Personality
Assessment
– MBTI /360
Spiritual
MBTI

Coaching

Spiritual
development
plan

Residential
Workshop
Cyprus

Distance
Learning

Submit final
assignment /
reflect on
learning

6

Participants
The participants sampled in this research were graduates of 2013–2015 of the
above New Generation Leadership program. I was given access to the design,
monitoring and evaluation documents, including aspects of self-evaluation of
participants. Later on, I have interviewed a few of the participants in order to
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complete our qualitative study.6 A qualitative research is a constructing process that is
sensitive to the subjectivity of the persons that are interviewed, as well as that of the
researcher.
Criteria for Selection
The participants of this study were selected on the basis of their participation
in the New Generation Leadership project. The majority of the evaluation was
produced internally by the Human Resource department of World Vision, MEER,
with no influence from my part in regards to the questions asked or the method of
conducting it (anonymous surveys). I was given access to these documents, for which
I am very grateful.
To add further light into the potential changes that had occurred between the
intervention and the work environment influences after a certain period of time, I
conducted personal interviews with a limited number of graduates of the program
(about 10% of the participants). For this purpose, an invitation was sent by the
Human Resource department (within World Vision known as People and Culture) to
the graduates encouraging their participation in the in-depth interviews. It was
entirely based on their availability and desire to participate in such interviews. I had
no influence in their selection to participate in this formation program or in the
advancement in their career once they graduated.

6

See Sensing, Qualitative Research, (2011), p. 82-86 for a detailed discussion regarding the sampling

size.
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Description of Participants
The participants were middle-management staff (some took senior positions in
the meantime) within the National offices or the Regional Office. Their initial
selection to participate in the leadership development project was a stronger
determining factor in terms of male/female, age, season of life, Christian
denomination, etc. The people interviewed reflected that initial selection and had a
good ratio of diversity of positions within the various sectors of the organization, they
were ethnically diverse, were at different seasons of life and education levels as well
as religious backgrounds.
Ethical Considerations
The Institutional Review Board defined the process for conducting research
with high ethical standards. It contained an approved proposal from the academic
institution and was followed by an application procedure to the Institutional Review
Board who has agreed on the proposed inclusions, such as the means of collecting
data, the confidentiality and secure storage of this data, the necessity to produce a
signed letter of consent from each person interviewed, etc.
Procedure for Collecting Evidence from Participants
This research was a qualitative quasi-experimental post-intervention study
(Craig and Hannum 20) using the methods of literature review, surveys, and an indepth interview using a questionnaire. The literature review consisted of reading all
materials produced internally for the design, implementation, and evaluation of the
New Generation Leadership project. I also conducted a structured interview with a
number of graduates of this project, wanting to find out how the factors that emerged
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during the literature review were reflected in their life after a certain period of time
lapsed from the time of their graduation.
I prepared for the interview, mentally (practice of questions and instruction)
and physically (copy of questions, recorder, follow-up questions, notebook) (Sensing
102–12). I provided the interviewees with the consent letter and explained the
objectives of the study, the confidentiality, and the procedure to be followed. I placed
myself in the position of a neutral facilitator of the conversation, encouraging them to
speak. I did not have a judgmental attitude, asking a variety of open and precise
questions to create the opportunity for personal sharing. I did not assume the role of a
teacher or hinted if I agree or disagree with what was being said, making sure that I
accomplish the purpose of the interview. I administered the questionnaire to every
participant, giving directions for completing it. The questionnaire asked them to
describe their experience of the impact of the intervention since graduation until the
present moment.
Procedure for Analyzing the Evidence Collected
As is often the case with the qualitative method, data collection and analysis
were often simultaneous. Still, finding my way through the forest of raw,
unsystematic, data required patience and guidance. In my case, the guidance came
from the narrative methodology where themes and patterns were identified in the
literature and the discourse (Sensing 166-67). I looked at the project design
documents, at the reports, and at the evaluations provided by the Human Resource
department in order to find “translucent windows into cultural and social meanings”
(Patton 116). During the interviews the participants were encouraged to share their
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stories instead of being casted into case studies. This rich data was later used for
detailed reflection and interpretation.
The analyzing process was multi-level. I first read the data from the internal
evaluations against the training transfer concept provided by Burke and Hutchins. I
then corroborated it with the program documents and identified broad themes. Thus I
was able to compose the structure of the interviews. When all data was gathered, I
analyzed it looking for coherence, differences, and structures. I kept the consistency
of horizontal (presence of the theme in all surveys) and vertical (each interview had
its own structure of meaning) dimensions by constantly rechecking with the initial
data provided. The same procedure was followed for the analysis of the
questionnaires.
Reliability and Validity of Project Design
After the extensive literature review I concluded that the qualitative quasiexperimental post intervention method was most fitted for our study. Having access
to the internal program evaluations from all participants and interviewing about 10%
of the graduates was a very solid basis for reaching the desired results (Sensing, 82ff).
The questionnaires provided and the patterns that emerged from the use of the
narrative analysis were checked against the training transfer constructs (theological
and organizational development) to ensure their alignment with the purpose and the
research questions.
Review of Chapter 3
I started this chapter by stating the proposed methodology for caring the
research. Then I have proceeded to pose the research questions and define them. I
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described the ministry context for observing the phenomenon, the participants, and
the criteria used, along with some ethical considerations and procedures for collecting
and analyzing the evidence collected.
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CHAPTER 4
EVIDENCE FOR THE PROJECT
Introduction
In this chapter the focus is on the data collected. The aim is to receive reliable
answers to the initial research questions, ones that will enable one to draw some
conclusions, suggest improvements to the actual program, or attempt a new design to
leadership development programs. The answer to the first Research Question rested in
the literature review and the study of the biblical material. The self-evaluations given
by the participants in the leadership development program was the focus and the
personal interviews provide sufficient data for the second Question. And the third
Research Question received support from an analytical comparison of the lenses of
first and second question.
Research Question #1: Description of Evidence
Research Question #1. What are the key elements of leadership formation that have
strong empirical support for influencing transfer outcomes?
The evidence for this research question relies mostly on the literature review
of biblical material of Paul-Timothy relationship as well as that of the training
transfer concepts as applied to organizational development. I wanted to discover
certain features that play a significant role in the success or failure of training
transfer. One of the most visible applications of training transfer is within the larger
design for organizational leadership development of various Christian institutions
(church, academia, business or humanitarian). This explains my motivation to see the
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revevance of Paul’s impact on Timothy’s life in light of the contemporary application
in the marketplace.
Timothy’s relationship with Paul was very close, like a father-son
relationship. Paul entrusted him with assignments of great importance, and his name
appear as co-author on six of Paul’s epistles. Paul himself admits about Timothy, “I
have no one else like him” (Phil. 2.20). My focus in these thesis is not to assess the
impact of the mentor relationship between Paul and Timothy during the
establishment of the early church or throughout the history of the church. I do not
even have the space to discuss in any great detail the implications on practical
theology (apart from our focus on leadership development) or systematic theology on
the nature of the church and its mission. Indeed, I limited myself to seek the
implications for organizational leadership development so that I could later attempt
an assessment of a particular training transfer program within World Vision.
In light of the fact that my thesis will focus on evaluating a leadership
development program and its transfer training within a humanitarian Christian
organization, I see important to apply the major aspects of Paul’s relationship with
Timothy to such a setting. The existing literature is very scant on the subject.
When I reviewed the biblical material for Paul-Timothy mentoring
relationship I concluded by listing a number of aspects of great significance employed
by Paul in his desire of solid training transfer, aspects that will form the basis of
contemporary applications of this concept to a broad range of developmental
processes. These were: high standard of faith before recruitment of Timothy; mindful
of cultural customs; expand theological understanding; receiving financial
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aid; commitment to reach the goals; exposure to vulnerability and need for guidance
from higher leadership; clarity about responsibilities; various practical
suggestions; steadfastness in face of persecution; choosing one’s team-mates
carefully (recruitment); Paul was preparing Timothy for serving Christ, not Paul;
advice about health care; encouragement; motivation to continue; honor allegiances;
caring for Paul in hard times (prison) or direct opposition; important of good
transitions; understand spiritual warfare; status changes over the years; report back to
sending bodies; importance of doctrinal teaching.
As one could easily see, these aspects cover the whole range of leadership
development aspects. My interest was to explore the mentor relationship between
Paul and Timothy from the perspective of organizational leadership in trying to
propose strategies for today’s leadership practitioners. In order to further bring the
conversation to the desired application focus, I have used the narrative methodology
to identify larger themes and patterns in the literature and the discourse. With the
assistance of Stacy Hoehl we have identified five major aspects of Paul-Timothy
training transfer paradigm. She considers that “sucessful mentor relationships result
in benefits to the mentor, the protégé, and the organization” (Hoelh, 46).
After these individual aspects of the relationship between Paul and Timothy
were further filtered through the lenses of the leadership transfer training that occures
in organizational development (with its three main components of learner
characteristics, the project design and delivery, and work environment influences) I
was able to classify them into five major ingredients of the successful Christian
leadership training transfer process (what I also call, Paul-Timothy model). These
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constitute the variables that seem to have strong empirical support from the literature
review to influence the outcome of leadership training transfer.
Timothy was the right person for the job. Paul recruited Timothy only after
he made sure that his faith is strong, he was a person of mental and social ability, and
that his reputation was positive. Paul also considered his background and skill
acquisition (Timothy knew the Scriptures from an early age). Even though Timothy’s
personality seems to be that of an introvert (like most leaders) and timid at times, Paul
saw that Timothy was capable of goal setting and self-management. More that
anything, Paul noticed Timothy’s motivation for and commitment to the spreading of
the Good News.
In organizational development terms, Paul went through a careful selection
and recruitment, matching Timothy’s knowledge, skills, and abilities (KSA) with job
requirements. As Hoelh concludes: “The result of this person–job fit was a
committed, motivated messenger of the gospel in the person of Timothy. If the same
approach is applied to mentor relationships in contemporary organizations, the result
will be employees who are committed to and motivated by their work” (42).
Timothy was equipped for the task. This equipping involved developing
transfer training programs, similar to what Paul conducted for Timothy, that need to
be established on the basis of a needs assessment of individual’s knowledge and
skills, the network of internal relationships, organizational change and career
development. Paul took Timothy with him and allowed him to experience what
ministry entailed without having high responsibilities yet. Timothy was able to see
Paul preach and teach, organize the group of believers, manage resources and people,
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talk to authorities, and suffer persecution. Salomon and Schork suggest anticipatory
socialization (job description, realistic job previews), accommodation socialization
(individualized orientation programs, social skills training, extensive feedback,
stimulating work assignments, and challenging leadership), and role management
socialization (professional career counseling and increased flexibility in work
assignments who are successful well-adjusted to the organization) (41).
Paul empowered Timothy for success. Paul regularly reminded Timothy of
his call to missions and wanted him to renew his commitment to the goals of ministry.
Paul kept a positive climate in his team, amidts suffering and physical challenges. He
offered Timothy opportunities to practice his newly acquired skills in preaching,
teaching, and leading churches. At the same time, Paul made sure that the
communities where Timothy served would welcome him and allowed him to
implement the special things that he learned from Paul in contexts where Timothy
had freedom and responsibilty to influence. Even though Paul was away, he
continued his support to Timothy by writing letters, regular visits, and constant
prayer. He understood the seriousness of spiritual warfare, and wanted Timothy to
thrive.
Empowerment happens through inclusion in decision-making processes,
providing opportunities to influence change, and allow voicing of opinions to
coleagues and superiors. The focus is on high-task and high-leadership style. The
rewards of empowerement are job satisfaction and organizational commitment. Also,
empowerment has been shown “to increase employees’ perceptions of organizational
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fairness and justice, respect from both peers and leaders, and organizational trust”
(Laschinger and Finegan 11), especially in transformational leadership style contexts.
Paul employed Timothy for effectiveness. Paul provided opportunities for
Timothy to put his competencies to test, by sending him in Macedonia and Ephesus.
Paul made sure that the challenge was not more that Timothy could bear, but suitable
for practicing the new accumulated knowledge in the ministry situation. He
established systems to provide for Timothy’s spiritual, personal (his health, for
example), and material needs. When Paul felt that Timothy has completed his
ministry in specific context, he would provide other challenges for him, as not to
allow stallness and boredness, thus investing effort for good transitions.
Employees are often more productive, innovative and loyal if given
challenges that they overcame and stimulated by their work. As Mary Marx states:
“The key to successfully retaining highly qualified employees is simply to create an
environment that would encourage them to stay . . . by giving them new
responsibilities and challenging work” (26).
Paul continued to keep A treasured relationship with Timothy. In Hoehl’s
words, “Paul’s mentorship with Timothy involved consistently communicating his
admiration, respect, and gratitude for Timothy as a fellow worker for the kingdom of
God” (45). Paul offered support and kept Timothy accountable even when they were
separated by huge geographical distances. When Timothy’s status changed from an
intern to a trusted fellow-worker, able to replace Paul in all aspects, Paul continued to
influence him theologically and offer personal encouragement.
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Paul demonstrated that solid relationship with followers can be establish by
including one inside the group, according to the leader-member exchange theory
(LMX; see Wayne et al. 1994), and by various ways of employee recognition coming
from leaders, peers, and followers. Paul did not train Timothy in a vaccuum, but in a
team of other co-workers, each with different gifts and responsibilities. What kept
them together was not primarily Paul’s person, or the goals for the ministry. Paul
made sure that he was preparing Timothy for serving Christ, not a leader or an
organization. Timothy knew that while being trained by Paul, his most treasured
relationship is with God, from whom the final recognition will come.
Research Question #2: Description of Evidence
Research Question #2. What are the leadership gaps that the New Generation
Leadership program intended to bridge?
As identified in the literature review, I am following the training transfer
model proposed by Burke and Hutchins. They have identified three main elements of
transfer training: the learner’s characteristics, the delivery of training, and the work
environment. Therefore, the data presented in this chapter will focus on answering
these key aspects of transfer training as present in the New Generation Leadership
program.
The data included here was collected by the World Vision Human Resource
department (internally known as People and Culture department) of the Middle East
and Europe Region. Thus, the surveys design, the method and form of collection, the
various times they were delivered (along its three years of implementation) were not
influenced by me in any way. I was only given access to all the data gathered. Thus,
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as proposed, this was the horizontal data collection, namely the internal evaluation of
the program conducted by the Human Resource department.
This brings a positive outcome, as almost all participants (graduates) in the
New Generation Leadership program contributed with self-evaluation perspective on
the design and implementation of the program. Therefore, these perspectives allowed
us to have a solid perspective on how the participants viewed their participation in the
program. Moreover, these perspectives may also have brought potential insufficient
outcome, as I do not have sufficient individualized answers (there are some, but not
all self-evaluations were individualized) and not all the aspects I would have liked to
receive answers for were interesting to the Human Resource department as they had a
more generalized focus in evaluating the program.
I tried to overcome this potential shortcoming by holding individualized
interviews with a number of participants. My desire was to have as much as one-third
of the graduates interviewed. An agreement was signed (see Appendix 1) whereby I
was allowed to conduct this study, and I was given access to the design core
documents for this project as well as to the evaluation results. Given the freedom to
conduct interviews with participants in the program, I asked the Human Resource
department to assist me in selecting the graduates that were to be interviewed.
However, due to various reasons (extra work load, relocation, leaving the
organization)7 I was able to interview only ten percent of the participants. This is still
7

In February 2016 I travelled to the World Vision regional office in Cyprus in order to conduct

interviews, and the answer from the Human Response department was that ‘we only have … [one]’
participant to the New Generation Leadership program available for interview. I have repeatedly asked
for contacting other participants, a few names were suggested, but other interviews never materialized.
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a good enough sample for vertical data collection, namely the personal interviews
with the participants conducted by me at a certain distance in time from their
graduation of the program. In order to further confirm the conversation, the
interviews ended with a written questionnaire (see Appendix 3) designed by me. A
Consent Letter was signed by each person that was interviewed (see Appendix 2)
Also, worth noting here is that I was a staff of World Vision, MEER, in the
Faith and Development department, and I was personally involved in the design and
implementation of the New Generation Leadership program. Therefore, I may have
received inside data not collected in any formal way. My contribution to the design
and implementation was fairly limited. I never had any say in the recruitment of the
participants in the New Generation Leadership program, other than introducing in our
design conversations the need to have open criteria and certain standards. I have
never contributed to the teaching/training in the program, there were always outside
of World Vision providers. The exception may be conducting devotions, facilitating
sessions, or expanding on the Cultural Mapping Inventory provided by
Knowledgeworkx. In its first year of implementation, I have also conducted the
spiritual MBTI personality inventory for all participants. I was not involved at all in
the third year of the implementation and have not participated in any of the five-day
skill development training. I have not seen the end of program project that they
composed. Also, I had no contribution whatsoever in the way the participant were
received back in his/her team, were provided with ways to apply the learning, or
potential access to a certain participant’s career path. Indeed, the program was not
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designed to monitor one’s performance beyond his/her participation in the nine month
program.
After this longer but necessary introductory clarification, allow me to turn to
the significance of relevant data collected for our study. I will follow Burke and
Hutchins’ transfer training model proposition and therefore look more deeply into the
learner’s characteristics, the intervention, and the work environment.
Included in the learner’s characteristics are aspects such as cognitive ability,
self-efficacy, pre-training motivation, personality, perceived utility, and organization
commitment. Not all of these were assessed by the Human Resource department of
World Vision MEER before they approved participants into the New Generation
Leadership program.
From my conversations with the Human Resource staff, there was a thorough
process for selection of participants. First, the tool mostly used was the 360 Review,
which included self-evaluation, peers, and supervisor’s evaluation. In some instances
the 9 Box Grid was used. It assessed the performance versus potential on a low,
moderate, and high level. Even though the results of such assessments were not
shared with me, I learned from my personal conversation with a few participants who
freely shared that they have scored highest (consistent star) on these. I would imagine
that the participants had to be at least high performer/moderate potential (rising start)
to be given access to this program. Thus, there is no basis for doubting their cognitive
ability or self-efficacy.
Second, the Human Resource would ask the National Director to endorse a
potential participant in the New Generation Leadership program. If there were any
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reasons for questioning one’s potential and capability, that person would not be
accepted. From the personal interviews I received the following answer in regard to
this:
Yes, I was the right person [selected]… There was some conversations
with the National Director about my personal development. They were
general, and not with the Human Resource, or with my direct
superviser at that time. The National Director had a desire to prepare
me for the future, a rather generic one; it was more of an opportunity
to enroll into a program.
In terms of the participants’ self-motivation to enroll in such a training, during
the needs assessment stage for designing this program and after their acceptance into
it, they were asked to state their desired goals. Below are some of their answers from
2013 and 2014 groups. Upon reading them, one could easily admit that the future
participants were fairly well motivated to learn. One could almost hear a call for help,
they wanted assistance in growing their management and leadership abilities. The
sincerity of their dreams and the openess with which they shared them, could
comprise sufficient proof for concluding that they were well motivated to participate
in a leadership development program.
I noticed that the desired goals were somehow idealistic and not easy to be
fulfilled in the limited amount of time and effort given to this program, both by its
design and the participants who would keep normal work hours. This idealism may be
so because of the insufficient information provided about the program at the time
when these surveys were completed. Also, noticeable was their desire to invest
mostly in skill development (particularly 2014 group) such as: delegating,
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prioritizing, managing complexity/virtual teams, develop abilities with donors, etc.8
The program was design to address four aspects, and probably skill development was
its weakest.
NGL – your programme objectives
Figure 4.1. 2013 Needs Assessment
•

NGL 1: By the end of this programme I hope to explore and understand
deeply the role of leaders as well as my own leadership style. I hope to tackle
and master all of the areas of my leadership that I identified as a potential for
improvement and personal growth. In addition, I hope to recognize my
strengths and learn how to make a better use of them and lead in order to be
more effective in my job.

•

NGL 2: By the end of this programme I would like to be a more effective and
influential leader in my organization able to bring change and impact

•

NGL 4: By the end of this programme I would like to be equipped with
knowledge and skills which will allow me to be visionary leader who creates
comfortable working environment for the team of motivated professionals, who
constantly provide great contribution toward the organizational goals

•

NGL 7: By the end of this programme I want to be able to lead both groups
and individuals within an organization to an improved and more efficient way
of working in order to ensure at the same time motivation for the staff and
productivity for the organization.

4

(Excerpts from a PPT aimed at introducing NGL to participants, May 2013)

Figure 4.2. 2014 Training Needs Assessment New Generation Leadership: What are
your current development areas regarding Leadership (List 3)?
NGL8.

Increase my Influencing Leadership; Grow in Networking; Learn the
balance between Results and Team.

8

As a side note, I could state that most of these aspects of skill development were not included in this

program and therefore no tangible results were given to the participants or their respective teams.
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NGL9.

Ensuring equal treatment (both supporting with development as well as
acknowledging successes) to the team with a diverse team member 2.
leading leaders 3. Linking the leadership mode/style to the organizational
vision

NGL10. Prioritizing 2. Delegating 3. Becoming more results oriented
NGL11. Learn how to delegate 2. Handling conflicts 3. How to encourage
cooperation rather than competition within staff
NGL12. 1.Managing complexity of the organization 2.Self-awareness 3.Managing
virtual team

NGL13. 1-Improve my presentation skills. Being effective spokesperson 2-Conflict
management and resolution in the workplace 3-Develop my abilities in
relationship with donors.

NGL14. Managing others, Planning, Strategic Thinking,
NGL15. Self-awareness; awareness of others; Organizational awareness
1) Strategic thinking 2) Presentation representation an media skills 3)
Decision making skills (specially unpleasant decisions) 4) Conflict
management and resolution
(Excerpts from Training Needs Analysis NGL 2014)

Even though the potential participants may have had the opportunity to
perfom personality assessments, in the very design of the New Generation Leadership
program was included the MBTI personality test. After taking the test and discussing
it with a certified coach, the participants would have a second conversation with a
spiritual coach about their personal preferences in understanding and applying
spiritual disciplines using Reginald Johnson’s book, Your Personality and the
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Spiritual Life. All these conversations did not become public knowledge, but the
participants had the opportunity to assess their experience of these personality
inventories. Below are the results from the 2013 and 2014 cohorts. Again, these
questions were designed by the Human Resource department with the purpose of
evaluating the performance of the outside providers, the importance of including such
elements in the intervention, and the participants’ perception of them.
It is evident from the Figure 4.3 and Figure 4.4 that the change of providers
was beneficial to the participants, they gave better grades to both the assessments and
the feedback provided by the 2014 providers.

NGL Training Leadership – Stage 1
Data Comparison 2013 Vs 2014

Figure 4.3 Personality Assessments

FY’14 - How would you rate the 360 degree and MBTI assessments
performed by Cheryl Lester?

50%

3

50%

Excellent
Good
2

0

FY’13 - How would you rate the 360 degree assessment and
behavioural profiling performed by Alleanza?

Satisfactory
Poor
Very Poor

10%

1

0%

10%

30%

20%

30%

50%

40%

50%

60%

70%

10%

80%

90%

100%

2
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NGL Training Leadership – Stage 1
Data Comparison 2013 Vs 2014

Figure 4.4. Feedback for Personality Assessments

FY’14 - How would you rate the feedback provided by Cheryl Lester?

70%

3

30%

0

Excellent
Good
Satisfactory

0

2

FY’13 - How would you rate the feedback provided by Alleanza?

0

1

0%

30%

10%

20%

40%

30%

40%

50%

Poor
Very Poor

30%

60%

70%

80%

90%

100%

3

When the participants were asked if such personality assessments should be
included in further programing the 2014 cohort provided more conclusive results.
Still, it was quite evident that the participants valued such tools for the selfunderstanding of their personality.

Figure 4.5. Inclusion of Personality Assessment
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NGL Training Leadership – Stage 1
Data Comparison 2013 Vs 2014
FY’14 - Do you think we should include 360 degree
assessment/MBTI in future NGL programmes?
0.0%

Yes Yes
No No

100.0%

FY’13 - Do you think we should include 360 degree assessment and
behavioural profiling in future NGL programmes?
10.0%

Yes
No
90.0%

6

They were also asked to provide feedback on their use of Reginald Johnson’s
book, the actual conversation with a spiritual coach about it, and the inclusion of such
a tool in future programming. Again, there is significant improvement between 2013
and 2014 and that could be mostly explained due to the change of providers (see
Figure 4.7). The feedback on the use of Johnson’s book remained quite consistent at a
high score (see Figure 4.6), which proves that this tool has a perceived value for the
participants. In the 2014 cohort there was unanimous consensus that a spiritual
personality assessment is a necessary element of a leadership formation program
(Figure 4.8).
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Evaluation of Spiritual MBTI

Figure 4.6 Perceptions
on Johnson’s book
Data Comparison
2013 Vs 2014
How would you rate the book 'Your Personality and the Spiritual Life' by
Reginald Johnson?

10%

3

FY’14

70%

20%

Excellent
Good
2

Satisfactory

0

Poor
Very Poor
10%

1

0%

10%

FY’13

20%

30%

60%

40%

50%

30%

60%

70%

80%

90%

100%

17

Figure 4.7 MBTI Spiritual Coaching

Evaluation of Spiritual MBTI Coaching
Data Comparison 2013 Vs 2014

18

91

Evaluation of Spiritual MBTI
Figure 4.8. Inclusion
Spiritual MBTI
in future
programming
DataofComparison
2013
Vs 2014

20

In regard to the aspects of the perceived utility/value of the training for the
participant and the career/job variables I mostly turned to the personal conversations I
had with the participants, as these aspects were not included in the Human Resource
surveys. From the 2013 cohort, there was much discussion if such a training will add
any needed value to leadership formation, particularly the spiritual component. It was
perceived that spirituality is intrinsically linked with allegiance to a
denomination/church and it cannot be nurtured by people outside of that particular
denomination. At the same time, the Human Resource staff explained to the
participants the importance of understanding, participating, and even contributing to
the spiritual life of the organization in order to advance in one’s career. Given the fact
that World Vision is a Christian organization, a senior manager will have to be able to
address issues of faith (there is a requirement that all senior manager have to be
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Christian, even though that there are almost 20% of World Vision staff who are not
Christian). This explanation was given during the intervention and not before it, for
recruiting purposes. The Human Resource staff felt that they cannot assess one’s level
of spiritual maturity and certainly cannot use it in the recruitment process. All was
requested as their allegiance to a Christian identity.
During the in-depth interviews, one person linked their selection into the
program with the stated values of the organization, one of this being “We value
people” (see http://www.wvi.org for details). This person said, “I thought that they
valued me, because of the extra work I was putting for this organization, including
evenings and full weekends. I have done so in order to deliver on the mandate I was
given.” The perceived value of this training for this participant was a consistency of
core statements with actual practice.
More so, 2014 and 2015 cohorts had the privilege to hear from the 2013
cohort about the program though not always in positive terms. One person
interviewed said that some were “concerned on how they would cope during the five
day skill development component.” Therefore, there were more details about the
perceived value of the program.
Also, during personal interviews one participant linked their selection into this
program with their decision to commit long-term to this organization and not continue
the teaching at the local university. Thus it was felt that the organization was
rewarding the participant with a participation in a leadership development program.
Therefore, they were responding with the same coin by wanting to make sure that this
employee will continue to commit long-term to the organization. The person said, “I
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could see that I’m being valued in this organization, so I decided to focus only on my
work at World Vision.”
As included in the conclusion to the learner’s characteristics in the literature
review, Burke and Hutchins do not include a conversation about spiritual component
of a candidate during the process of selection and how his/her beliefs could influence
a participant’s cognitive ability, motivation, affectivity, openness to learn or
organizational commitment. As seen above, this aspect was mostly ignored by the
recruitment process performed by the Human Resources department.
Still, during the personal interviews it clearly came to surface that nominal
Christians, or even atheistic/agnostic ones, improved their spiritual life once they
joined the organization. The scheduling of weekly devotions and the inclusion of
Christian identity in the programming and implementation of projects, as well as
other elements (personal conversation during lunch, etc.), had the green-house effect
on all the World Vision staff. When asked if the participant things that the selection
was not only based on his/her professional capacity but also on her/his faith, the reply
came:
I have no idea… If you refer to the fact that I belong to a Christian
community, then the answer is positive. But if you imply that I was
selected because of the particularities of my faith, the answer is
negative. Nobody had any conversation with me in regard to my faith
Intervention Design and Implementation
The following section will examine the participations pecreptions about the
intervention design and implementation. Burke and Hutchins include aspects such as
learning needs and goals, content relevance, major instructional strategies and
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methods used, self-management strategies and technological support relevant to the
training transfer.
The program proposal states the overall objectives of the Objective of New
Generation Leadership project, “To transform and equip Leaders so they can be more
effective in leading programs and people (in order to transform children's life and
community).”
The design and implementation team, upholding the above objectives, started
a thorough needs assessment, a process that was repeated each year before the
implementation of the project. This analysis was performed on the already identified
group of middle-level managers who could take senior positions of leadership in the
next one or two years. In 2013, the results of the needs analysis revealed the critical
elements to consider when designing the project. In 2014 the potential participants
were asked what they expected to achieve by the end of the project (see Figure 4.1
and 4.2 above).
In broader terms, these aspects listed above have to do with improving
individual knowledge, skills and abilities, and learning to influence the work
environment towards a positive climate. It also shows the availability of the
participants to grow and implement changes for larger impact. They wanted to
become better leaders.
The participants were asked again, immediately after concluding the program
what their perception was in regard to fulfilling those needs. Here are some of their
answers:
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Figure 4.9. Perceptions of Fulfilled Needs at the end of the Program
NGL 2. I value the Regional Director's welcoming and experience sharing–
this was very motivating and inspiring for me–felt that the staff is valued at
the high level.
NGL 3. Exploring on the Leadership theories and materials and tools shared
were very useful.
NGL 4. The inter-cultural part and building the vision was the most beneficial
part of the workshop.
NGL 5. I liked the inter-cultural component
NGL 6. Most beneficial were the Life segments tool and the Inter-cultural
component
NGL 7. First of all, I find very good the way the course was designed, filled in
both with theory and practice. I am really glad that World Vision as an
organization is so open to diversity and that is intentional in growing its next
leaders especially from the spiritual perspective. I found very useful the
dialogue we had with the trainers and with each other.
NGL 8. Beneficial was the 10 segments of life and their respective approach
to analyze and plan certain actions for further development. Also, the intercultural aspect is extremely important
NGL 9. I also like the sessions on charismatic etc. groups and linking them to
different spiritual language they would speak or aspects of life they would/do
value. More linking it to practical work is welcomed.
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NGL 10. Making us think about room for improvement for my own spiritual
growth.
It is important to notice that only a few of the aspects listed during initial
needs assessment process could be found in the end-of-program, especially the
spiritual and the intercultural components who did not surface at all. Overall, the
participants’ opinion was that the program has met their objectives, only 11% were
undecided.

Figure 4.10 Perception on Fulfilled Objectives

In respect to the content relevance the project has been designed to offer
different components, each of them to develop the participants. Implementation start
leade ed with the personality assessment using both Myers Briggs Test Inventory and
360 Assessment tools. In 2014, a different provider was selected to perform these
assessments and give individual feedback. Changes were immediately seen in the
overall performance, feedback and importance of including these instruments in rship
development training.
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When these were completed, including a debriefing session with a
professional external coach, they read Reginald Johnson’s book, Your Personality
and the Spiritual Life. This was the prerequisite for an application of MBTI to
spirituality. Later on, a coach guided them to better understand their way of practicing
spirituality, how could they nurture faith and what's their path to wholeness.
The coaching component was designed to personalize the training and build
accountability (targeting mostly the vision/mission component of the general
framework). The Executive Coaching Forum defines executive coaching as:
An experiential and individualized leader development process that
builds a leader’s capability to achieve short- and long-term
organizational goals. It is conducted through one-on-one and/or group
interactions, driven by data from multiple perspectives, and based on
mutual trust and respect.
The seven monthly coaching sessions (2–3 hours each) with an external
provider were offered to generate improvement in the individual’s performance, to
increase openness to personal learning and development, to help identify solutions to
specific work-related issues, to generate ownership and responsibility, to develop
self-awareness, and to improve specific skills or behavior. The participants were
presented with the following benefits of coaching:

Figure 4.11. Benefits of coaching
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Benefits of Coaching to the Individual
Benefits of Coaching to the individual:

%

Generates improvements in individuals’ performance/
targets/goals

84%

Increased openness to personal learning and
development

60%

Helps identify solutions to specific work-related
issues

58%

Greater ownership and responsibility

52%

Developing self-awareness

42%

Improves specific skills or behavior

38%

Initially three professional coaches were selected. The delegates from the
Next Generation Leadership project were offered seven coaching sessions. A free

10

introductory Skype call was offered by all coaches to enable delegates the opportunity
to decide if the right chemistry existed between them and the coach. Based on this
they had the opportunity to select another coach. This proved successful, as it is
essential for a coach and trainee to have a good coaching relationship.
While the Human Resource staff felt that could not interfere in any way with
the coaching process or content due to confidentiality reasons, they were interested to
see if the external providers were performing at a perceived high standard by the
participants. Therefore, the providers had to be altered after the first year, and the one
that performed best in the participants’ opinion was selected as the only coach for the
years to follow.
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NGL Training Leadership – Stage 1
Data Comparison 2013 Vs 2014

Figure 4.12. Evaluation of coaching

FY’14 - How would you rate the co-ordination by Cheryl Lester?

70%

3

30%

0

Excellent
Good
2

Satisfactory

0

FY’13 - How would you rate the co-ordination by Alleanza?
10%

1

0%

10%

10%

20%

50%

30%

40%

50%

Poor
Very Poor

30%

60%

70%

80%

90%

100%

5

The cohort of 2014 had specific comments on the coaching provided by
Cheryl Lester, considering her to be “highly professional, with great knowledge
regarding the topic, understanding and discussing results: (NGL 2). One said that she
is a “very positive person, coach–creates trustful environment, provides very useful
recommendations / real life examples applicable to my work environment / life”
(NGL 3) and another that she “is highly skilled and she is especially effective as she
deeply understands the WV work environment” (NGL 4).

Figure 4.13. Evaluation of providers of coaching
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NGL Training Leadership – Stage 1
Data Comparison 2013 Vs 2014
FY’14 - Do you think World Vision should use Cheryl Lester again?

Yes
100%

FY’13 - Do you think World Vision should use Alleanza again?

50.0%

50.0%

Yes
No

7

While coaching was going on, the participants were given the choice to enroll
in one online academic leadership development course. Due to the geographic
disparity of the group a distance e-learning course was incorporated into the New
Generation Leadership project. The two courses suggested were Effective Leadership
Skills with Open University and Developing the Leaders Within with Christian
Leadership University. There were differences in the courses duration (30 hours
duration versus 70 hours) and content: Open University offered understanding of
leadership traits, preferred leadership styles and matching leadership styles to
circumstances, together with the ideas of leadership distributed within a group and
leading across boundaries. Christian Leadership University’s course was designed to
develop the attitudes, skills and character traits needed to become the leader God has
called one to be. Both these courses offered certificates at the end.
The reason the participants were given a choice was to allow for further
personalization of individual needs and desires (one course was more secular, the
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other was visibly Christian in its approach). Therefore, the participants would have a
better commitment to fulfill the participants learning objectives. They had six months
to complete the course, being able to study at their own pace.
The participants were asked to evaluate the content of the online leadership
course, most of them considering it satisfactory and good, but not excellent.

Figure 4.14. Evaluation of Content for the online course

How would you rate the content of the
course?
56%

60%
50%
33%

40%
30%
20%
10%

11%
0%

0%

0%
Excellent

Good

Satisfactory

Poor

Very Poor

The Human Resource department was also interested in evaluating the
participants’ perspective on aspects such as the ability of online course staff to solve
any queries (mostly good and satisfactory), the period of time it took to complete the
course (anything from 2 days to 3 months; an average of 16-20 hours workload),
whether such courses should be included in this leadership formation program (67%
positive for Open University), and how beneficial was to the participant the
completion of this course for their leadership development (78% beneficial; 22%
neutral; no one considered it very beneficial).
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The New Generation Leadership program also included an eight day
residential workshop, separated in two distinct parts. For both parts, external
providers (outside of World Vision) were invited to facilitate the sessions. There was
a very extensive process of identifying and selecting the providers. During this
workshop the participants will further refine the identified areas of growth for Faith,
Vision, Knowledge and Skills development. At the end of the Workshop they were to
submit a Personal Development Plan, to be shared with the Coach who assisted them
through the process of putting it into practice.
The first three days focused on a further deepening of faith, vision/mission,
and attitudes. The aim was to broaden one’s spirituality and understand what
leadership from the perspective of faith means. Various other resources were
provided, such as Richard Foster’s Celebration of Discipline or Seven Streams of
Living Water. Again, the participants were asked to evaluate this component of the
intervention, and the results from the first two years are presented below. The Human
Resource staff were also interested in the participants’ perception about the trainer’s
knowledge on the subject (in 2013 was 33% excellent, 57% good, and 11%
satisfactory; in 2014 was 100% excellent) and the pace of the workshop (mostly in
the good / satisfactory range). From their evaluation, it could be seen that there was
room for improvement both in the choice of providers or the pace of the workshop. It
is worth mentioning that such a spiritual component was somewhat a novelty for most
participants, even though the come from Christian backgrounds. For the evangelical
segment, it was natural to talk about spiritual development and leading from the
perspective of faith. But from the participants coming from Orthodox or Catholic
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identities it introduced new concepts that needed time and further explanation until
they were accepted and assimilated. This introduction of new concepts happened
more so during the 2013 workshop where it was felt that only spiritual leaders
belonging to one’s tradition were considered competent and acceptable to provide
spiritual direction. Therefore, a significant weight in the poorer evaluation of the
spiritual component could be placed on the surprise element (participants were not
fully expecting it), the novelty of the issues addressed, and the providers of training.

NGL Training Evaluation Spiritual Workshop

Figure 4.15 Evaluation of the Spiritual Component of the Intervention

FY'13 - How would you rate the training a ended?
67%
70%
60%

33%

50%
40%
30%
20%
10%

0%

0%

0%

0%
Excellent

Good

Sa sfactory

Poor

Very Poor

2

In the 2014 delivery of the workshop, due to the feedback received from the
previous year, a special focus on the intercultural component was introduced. The
Cultural Mapping Inventory produced by Knowledgeworkx was used to address the
participants’ intercultural intelligence capacity and later to lead a discussion on the
subject. Afterwards, the participants were asked to rate the delivery of this
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component by Knowledgeworkx (see Figure 4.16 bellow), the potential benefits from
using this tool (100% positive), and their opinion if such an element should be
included in a leadership development program (100% positive).

Evaluation of Cultural Mapping Inventory
Data Comparison
2013 Vs
2014 Inventory
Figure 4.16. Evaluation
of Delivery of Cultural
Mapping

21

From our conversation above about fulfilled objectives I concluded that the
participants considered of great value the Cultural Mapping Inventory (which they
call the intercultural perspective). Indeed, the Human Resource staff emphasized
during the workshop that this may be a major culprit why some very capable
individuals from various countries within the Balkans and Middle East are not
ascending the career ladder by holding senior position in cultures different than their
own. At the same time, the program design team recognized that insufficient time was
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allocated for this component. Due to financial constraints, in 2015 it was entirely
excluded from the intervention.
The content of transfer training continued with the remaining five days of the
intervention that were designed to focus mostly on skills development (public
speaking, marketing oneself, etc.). It included pre-workshop reading material. This
was a time of identifying one’s strengths and weaknesses with the purpose of
developing both a spiritual and personal leadership development plan. The program
design included an encouragement for the participants to work in groups, deliver
presentations, demonstrate negotiation skills, persuasive skills, and deal with difficult
questions. Feedback was provided, and some presentations were filmed. The
exercises were designed with the objective of the participants to gain a better
understanding of themselves and also to highlight their strengths, weaknesses and
areas that they need to develop.
This part of the training transfer followed the model used by Aspen Institute
senior leadership development workshops. It included a wide range of selected
readings from various classical and contemporary writers to point to the intrinsic
values seen in the great accomplishments of human history. It was a quest for values,
for meaning, for solid principles.
The participants evaluated highly this component of the intervention in all
three years of its delivery. They appreciated the trainer’s knowledge on the subject
(considered 80% and 90% excellent in 2013 and 2014 respectively; for 2015 this
question was not asked by Human Resource), keeping a balanced pace during the
workshop (56% in 2013, and 70% in 2014; again, in 2015 the question was not
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posed), and a mixed feedback about its duration (33% satisfactory, and 45% poor in
2013; 70% excellent, and 30% good in 2014).

1. How would you rate the Leadership
workshop
attended?
Figure 4.17: Evaluation
of Skill Development
component
How would you rate the Leadership workshop a ended?

2013

3

20%

Excellent
Good
0

2

Sa sfactory
Poor
Very Poor
2014

1

0%

10%

20%

30%

40%

100%

50%

60%

70%

80%

90%

100%

2

They also provided quality feedback about this component. In the positive
zone we find:
NGL 2. Realizing that there is much more one can/has potential to do
within the organization and in life motivated me to expand my own
skills/interests to develop in other directions than daily routine
NGL 3. The workshop was not "ordinary" and therefore very
interesting and engaging. Being honest and having such an
environment helped a lot.
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NGL 4. I found this workshop extremely beneficial because the trainer
shared his life with us. Very strong encouraging style of facilitation
and this generated a lot of learning for me. The most beneficial was the
way and his style of communicating and the materials shared are
excellent; he also encouraged me to get out of the box; and also he is
tough and provides clear cut feedback which is very useful for
leadership development. I would rate this training as a Life Learning
experience and it has taken me out of my comfort zone and has opened
my eyes to see things which I need to work in my life and change.
NGL 5. The training was really wonderful and I can't find something
that I can say it was not beneficial
NGL 6. It was all well balanced
There was also room for improvement:
NGL 7. There is no specific part, but would say that I wanted to
receive more feedback on my performance and ways to improve it.
NGL 8. Felt a bit down after the first day when personal questions
were posed in front of the group / camera - still hesitant regarding it
NGL 9. Too much reading and very short individual feedback. I would
suggest allocating more time for individual feedback at the end.
NGL 10. To me, this experience resembled the drawing that Saint
Exupery's Little Prince showed to his parents: at first glance, it looks
like a hat (i.e in terms of format, it is a leadership training) but in
reality it is a boa digesting an elephant (i.e. the substance of the
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workshop makes one become aware of some major life questions with
implications in one's professional and personal life which need to be
digested in order to improve as a human being).
NGL 11. In the coming training courses I would recommend that the
trainer provide positive and negative feedback. In addition, I would
recommend more organized schedule that has clear agenda to follow.
NGL 12. Would be beneficial if "negotiation skills" development and
"how to pass an interview" topics will be covered in details.
The feedback provided above demonstrated that although highly appreciated
this component of the program only tangentially covered the aspects that surfaced
during needs assessments, goal setting, and project design. NGL 10’s feedback brings
one to consider the existence of wrong first impressions about this training and of
items called differently from what they are in reality. While the Aspen Institute type
training is highly respected and it can bring some necessary items to the table of
leadership formation, a concentration mostly on finding values from universal
wisdom (various classic writers) is not what the participants expected of five days of
leadership formation. It was certainly far from the project design of skill development
component. As one person said during the interview, “it was hard for me to see the
direction of the conversation, what was the purpose of this training. I even had a hard
time naming it a training, it looked more like an academic workshop around classical
writings.”
The fact that the Human Resource staff is predominantly relying on the
participants’ feedback–on their own admission none would recommend oneself as
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expert of leadership formation–explains why this component of the intervention was
given predominance in time and resource allocation, while others did not
(intercultural component, for example; or the constant negotiation of two or three
days for the spiritual component). The suggestion to merge the spiritual and skill
components into one integrated workshop was deemed impossible, and considered a
diminishing of quality in delivery. In this respect, the Middle East and Europe Region
did not fully follow the suggestions given by the Global Center of World Vision in
following the four-tier leadership formation: Enhancing faith; building
vision/mission; increasing knowledge; and improving skills. It is possible to bring
these aspects into a unified program. They may be able to learn from the leadership
formation programs offered in various Christian academic circles or organizations
(take for instance, Leadership Matters Course).
Instructional Strategies and Methods
Many types of instruction strategies and methods are used, such as needs
assessment; personality tests; coaching; online learning courses; required books to
read; on-site training. Two major ones are part of the project design and will be
described shortly (journal keeping, and final project composition). However, some
participants expressed that there was not enough peer learning (NGL 13 “to gather as
a group and share”), and indeed that was gain specific focus in the project design.
Also, experiential learning was almost non-existent, even the one emulated by
playing educational games. Moreover, there was no place within the organization to
plan for a mentor-trainee learning experience, as most felt that their supervisor could
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not become their mentors, and the supervisors themselves felt inadequate to train
others9–let the outside providers do the job. This method seems to be the leitmotif.
To amalgamate the learning from the Next Generation Leadership project, at
the end of the nine months long project, when all the coaching sessions were used, the
participation in the workshop and the e-learning online course were completed, the
participants had to submit a final report in form of a Journey Journal where they
started, what areas they focused to work on, what tools they used, and what have they
learned. It started with the aspects they identified during their MBTI and spiritual
assessment, the key points they wanted to work on during this period of time, the
plans they formulated during their on-site training, the coaching received, the learning
gained during the online leadership course, and the end-results they gained. This
component of the intervention was not assessed and did not receive major focus. Still,
from my conversations with a few participants, some have introduced journal keeping
into their personal and professional life to great results and are grateful for suggesting
it.
Next Generation Leadership participants had to select a project within their
work that was relevant for the theme and to the needs of the organization and also
their current responsibilities. It could have been a particular issue they wanted to
work through with their team, a project component within their work responsibilities,
exercising leadership in external relations, etc., something that was relevant to the

9

This is attested by the needs assessment conducted among National Directors where the desire to

improve one’s coaching/mentoring skills was rated quite high (almost 70%).
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participants in their daily work at that moment and of adequate relevance and
complexity.
At the end of each of the three years in which this program was conducted, the
participants were asked to evaluate the final project component. For example, in 2015
one considered it an excellent tool to be used in leadership formation, four considered
it good, two thought it was satisfactory, and one deemed it poor. NGL 14 says, “The
final project was helpful, but I personally did not get much support and guidance.”
This response may be rooted in the fact that as during project design there was no
allocation for project management staff to assist the participants with the final project.
The participants were asked to voice their opinion and rate the various parts of
the training that they benefited from. They were also asked if they thought that the
project had developed them as leaders. Here is the overall evaluation of the New
Generation Leadership from the perspective of the participants.

Figure 4.18. Overall evaluation of the leadership formation program
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The participants’ evaluation of the New Generation Leadership program was
positive. NGL 15 says:
I believe NGL was a great opportunity for me both at the personal and
professional level. Particularly my engagement with my couch, our
reflections and the enhanced awareness gained throughout the process
helped me become a better leader and person and I am so grateful for
WV for providing me with this opportunity!
NGL 16 adds, “It fostered further acknowledgement of my role as a leader and the
need of continuous self-development for serving as a role-model for my respective
organizational team, peers and stakeholders.”
There were a number of suggestions that were given for the improvement of
the project. The Human Resource department was consistent each year in asking
questions of quality improvement for better redesign of the project. Here are some of
them:
NGL 17. “It would have been helpful if the NGL participants got final
feedback, and what is next after this program”
NGL 18. “Make the program shorter (e.g. up to 5 months) which is
enough to learn and be able to apply some of the newly acquired skills,
produce quality thesis, while the knowledge and energy are at the
highest pick.”
NGL 19. “The people involved in this program should be engaged
more often. I would suggest having two workshops in order for people
to be more engaged with each other and to have a chance to reflect on
their learning experience in leadership.”
NGL 21. “Mentoring during Project design should be better planned”
NGL 22. “Better division of time between certain phases”
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NGL 23. “Less theory, more practical assignments.”
NGL 24. “The workshop on leadership development should be longer.
The participant should receive more feedback on his/her strength and
areas to improve. Further support should be given to develop the
leader further.”
NGL 25. “The workshop can be facilitated in a less dramatic way.”
Figure 4.19. Evaluation of All Components
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Self-management Strategies and Support
A key area of feedback was self-management strategies and support for
training transfer. The participants came from different geographical and work
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environment contexts and had specific needs. The diversity of the participants’
feedback speaks into the need to be better focus in the project design and to come up
with a unified vision of the desired outcomes after the training transfer was
completed. A unified vision must be given rather than these rather disparate and at
times separate components of the training to come together under a program that
makes sense and fulfill the needs of the participants in a relevant way. The resource
allocation for running this program would have to keep a fine balance between the
goals of the project design and suggestions for improvement coming from the
participants. It was easy to give in to the requests coming from the participants, as
their evaluation is more visible and forms the support for continuation of contracts for
outside providers or internal management staff. It was harder to keep consistency of
vision and goals for conducting such programs and to listen to the needs of the
participants, the gaps identified by the Human Resource department and the
supervisors at the National Offices, the requirements of the sponsors, and the
specialists in leadership formation.

Figure 4.20 Participants’ perception on leadership growth

115

Work Environment Influences
The question above in Figure 4.20 was coupled with the self-evaluation of the
participants whether they will use the learning accumulated during this program, to
which the consistent desire was positive (always 100%). The impression was that
there was growth, both in the knowledge gained and self-perception. It is natural to
wonder if this had actually taken place. Burke and Hutchins have as the third
component of transfer theory the work environment influences that affect the actual
learning and its application to actual situations.
During the personal interviews I have asked the participants whether they felt
that the perceived goals of the New Generation Leadership program were
strategically linked to the overall purposes of World Vision. The answer was
ambivalent. On one hand, there was a desire at the Global Center of World Vision to
value people and invest in staff, as stated in the Core Values. Therefore, taking
resources and effort to assist in the development of future leaders, especially from a
Christian perspective, is consistent with their practices. On the other hand, the
intervention was not directly linked to the work the participants were doing. No clear
career path or personalized adaptation took place according to the needs of the
individual (with the exception of coaching). That is why once the participants
returned to their respective contexts there was very little they could put into practice
which was received during the intervention. The applicability of the training was not
so obvious.
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In regard to the transfer climate during the interviews with the participants it
came out that once they returned to their respective countries they had “no good
discussion with supervisors [about the training]. There were opportunities, but they
were not planned… Still, I have shared with a few colleagues about the learning in
NGL, especially with one colleague.” There seemed to be no incentives from
supervisors or peers to use the learning, or at least to share what the learning was
about. If a participant chose to do it, he/she has done it on a personal level and with
very little organizational culture leverage capacity.
When referring to the supervisor/peer support to implement the learning,
another participant said that his/her participation in the New Generation Leadership
program was vaguely mentioned in one or two conversation with the direct
supervisor. This participant was asking the supervisor for further suggestions on how
to continue his/her development, but “it wasn’t a deliberate answer, and it never
actually happened” (i.e. to receive suggestions for continuous growth). Considering
that, according to Clarke, there is strong evidence for this aspect of supervisor/peer
support to constitute the most important role in work environment assimilation of
training transfer, I wonder why the project design team did not include it. One
explanation could be that they were mostly focused on the intervention and not so
much on the follow up.
In fact, the participants had mentioned it numerous times in the evaluation of
the program that they would like to see more applicability in their work environment.
For example, NGL 20 said in regard to the coaching:
Please concentrate more on the coaching component and try to link it
to the National Office’s plans to continue on developing and engaging
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NGL participants, so that the effort is not lost but rather capitalized in
the interest of both the organization and the individuals taking part in
the program.
During the interview, one participant even stated that he did not receive much
appreciation or positive feedback from his supervisor. He said that “he has not
learned to communicate, not good people manager.” It is no surprise that training
transfer does not materialize in such restrained contexts.
When asked about peers support, one participant that was interviewed said
that there was no consistent conversation in regard to his/her participation in the New
Generation Leadership program. There were people who would mention it, “Oh, you
were part of the NGL… And the conversation will drift away. No immediate link
with the particular job requirements or tasks.”
One participant interviewed said that he/she had sufficient opportunities to
perform. This aspect contributes to increased training transfer. He/she admits that, “I
had various occasions for testing my competencies, mostly outside the jobdescription. For example, the process of setting up the security emergency plan for
the organization; during that small project I was supervised by the National Director
and not my usual supervisor.” Such opportunities could be the natural milieu for
setting oneself on a course of career advancement. Moreover, they could provide
chances at applying the learning acquired during leadership training. However, as was
the case with this interviewed participant, a thoughtful plan was not put in place in
regard to providing him/her with the capacities for development. Rather, it was a
response to a need that surfaced. One that could be considered a positive platform for
self-affirmation.
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Because this leadership program was primarily funded by the Regional Office,
the direct supervisors did not have to allocate budgets and therefore felt that they
were less responsible for training transfer or felt that it was in their court to
implement accountability. As one said during the interviews, there was “no
accountability of implementing the learning.” If the participant knew that his/her
supervisor would keep a good accountability grip upon his/her conclusion of the
program, it may be more probable that he/she would have returned with a plan for
further dissemination of the training.
I have compared the New Generation Leadership program against the aspects
of transfer training as suggested by Burke and Hutchins. This effort has provided us
with enough light to see the existing gaps in the design and implementation of the
transfer training processes. By receiving this clearer picture about a formation
program, one could be more confident in attempting a redesign or a design of an
entirely new leadership development program.
Research Question #3: Description of Evidence
Research Question #3. How could Paul-Timothy transfer training model
impact the design and implementation of an organizational development leadership
formation program?
The tool used here are Hoehl’s five main elements identified during the
literature review. I wanted to see whether they are present in the design and
implementation of the New Generation Leadership project.

119

The right person for the Job. (Selection/Recruitment)
One could easily recognise that the New Generation Leadership project
included improvement of knowledge, skills, and abilities. The means were the use of
personality tests and the subsequent coaching, the reading of various materials and
the enrolment in the online e-learning course, the participation at the workshop, and
the ongoing coaching. A more complex conversation could take place regarding the
recruitment of the participants: the criteria for their selection, identifying their longerterm vision, ensuring that there is a continuity of investment, and solid accountability
measures taken. The participants did not know whether or not they would take a
certain leadership position. The situation looked more like blind shooting: we will
train them anyway, and maybe we could select some for later available positions.
Equipped for the task. (Knowledge. Skills. Attitudes)
This particular leadership training program was not an orientation for current
work load, not even an on the job training, even though there were some aspects that
could qualify it (skills development, etc.). It had the purpose to be more of a
professional career training and counseling. It certainly had elements of equipping for
both the current or the potentially future one. Important here were the process of
needs analysis, the setting of the learning goals, and the decisions regarding the
content relevance.
Empowered for success. (Included. Nurtured. Provided with)
Before and during the implementation of this leadership development project,
the participants were included in decision-making processes. They were provided
with opportunities to influence change, and were allowed voicing of oppinion. The
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only area where the project was enlarged from what the participants were asking, was
the inclusion of the faith in their leadership development. Most of them were not
expecting this, and the participants’ evaluation of this part of the training reflects the
reluctancy to touch on this subject. Once explained, they were readier to accept it, but
seemed to not have enough capacity to fully embrace it. Once returned to their
respective offices, the design of this project had no instruments of making sure that
their graduates would continue to be provided with opportunities for decisionmaking, change, and allowed opinion.
Employed for Effectiveness. (Given Opportunities. Challenged)
Particularly during the skills acquisition part of the residential transfer
training, the participants were provided with opportunities to test their competencies
as well as given challenges that to overcome. The real test would be when they return
to their everyday setting. The New Generation Leadership project made no provision
of how the graduates should be received back in their respective offices. The reality
of a large humanitarian organization with many departments and various work
responsibilities shared may prove to be an almost imposible task to plan an
intentional leadership development project on the job.
A Treasured Relationship. (Connected. Kept accountable)
This last aspect has to do more with the long-term relationship established at
one’s natural work environment. This leadership development project had no
provision for a long-term relationshiip. Indeed, if it did, the design and
implementation team would have felt that they crossed the red line in terms of their
involvement into a participant’s life and career. In fact, the specific design used
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external providers for each learning goal. Their goal was to create a safe environment.
There was a fear that sharing with one’s collegues one would unecessary expose
oneself. Besides, the only solid relationship encouraged was with the coach, where
sufficient positive feedback and words of gratitude for your work was expressed. The
fact that the participants rated the coaching experience so well proves that they crave
for open learning from sharing within a treasured relationship.
Summary of Major Findings
New Generation Leadership program fulfilled only partially the requirements
of solid transfer-training concepts. The literature review helped identify three major
components of transfer training, namely: learner’s characteristics (cognitive ability,
self-efficacy, motivation, personality, perceived utility/value, and career/job
variables), intervention design and delivery (needs analysis, learning goals, content
relevance, instruction strategy and methods, self-management strategies,
technological support) and work environment influences (strategic link, transfer
climate, supervisor/peer support, opportunity to perform, accountability). Out of these
three components, there was an overstress on the intervention design and delivery,
with some good effort spent on learner’s characteristics (faith component was the
main culprit), but almost none on the work environment influences.
The New Generation Leadership program would have gained quality,
intensity, and relational content if it would have been informed by the biblical PaulTimothy transfer-training model. The program could be improved if given more
clarity in terms of the added value of the training: what does it want to accomplish? Is
it skill development? Is it values development (Aspen)? Is it professional career

122

training and counseling? Paul knew exactly how Timothy needed to be prepared for
the task ahead, there was no confusion about that.
For example, in the New Generation Leadership program’s case, there were
some selection/recruiting criteria, mainly regarding professionalism and
mental/implementation capacity. There was also recommendation from leadership
(most of the time without a clear vision for the participant after he/she comes back).
However, the recruiting criteria took only formal adherence to a religious
denomination. Therefore, some participants did not have enough capacity to embrace
faith in their work. The design of the transfer training further nourished the confusion
by allowing a break/gap between ‘spiritual’ and ‘leadership’ (skill/Aspen)
components.
The biblical concept of transfer training as seen in Paul-Timothy model offers
rich, focused, and conclusive material for designing leadership development
programs in restrictive contexts. The elements of this biblical paradigm that were
employed in the design and delivery of the New Generation Leadership program
demonstrates that a successful program could be implemented in restrictive contexts.
For example, the use of oral training, i.e. time spent with the trainers in a teaching and
conversation format, is extremely valuable. If available, a combination of personal
presence with the use of online courses and coaching is ideal. When one keeps the
focus on faith, vision, knowledge, and skills development, the results will follow suit.
Also, the elements contained in the Paul-Timothy paradigm that were not
included in the New Leadership Development program are also potent for a
successful design of leadership programs. For example, on the job training, suffering,
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or the ministry of presence–Paul took Timothy with him, and only after he had
enough trust in his disciple’s abilities did he sent him in different contexts.
Review of Chapter 4
In this chapter I looked for evidence in regard to each research question. My
desire was to state the facts as seen in the literature review, the self-evaluation done
by the participants in the program, and the in-depth interviews with some of them
after a longer period of time has lapsed. I followed our quasi-experimental evaluation
methodology so that the data that was provided could be analyzed in a manner that
provided answers to the questions posed. I reviewed the literature for training transfer
concepts. I looked into the biblical material for potential applications of training
transfer constructs, particularly in the Paul-Timothy training paradigm. I reviewed the
New Generation Leadership program, both in its design documents and its immediate
evaluation from the participants at the end of the completion. Also, I searched for
evidence regarding a strong case for designing leadership development programs
using the combination of training transfer and the biblical precedent of Paul-Timothy.
I found out that the New Generation Leadership program as designed and
implemented by World Vision, MEER, only partially fulfilled the requirements of
successful transfer training, therefore the results were hindered from full potential
accomplishment. I also discovered that the program could have been better designed
and implemented if it would have closely followed the model seen in Paul-Timothy
transfer training paradigm. Finally, I was also able to point out that this biblical model
could stand on its own when looked at for providing criteria for design and
implementation of leadership development programs.
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CHAPTER 5
LEARNING REPORT FOR THE PROJECT
Overview of the Chapter
I have now arrived at the end of my endeavor to evaluate the effectiveness of
a leadership training program through the lenses of training transfer concept and the
biblical precedent as seen in the relationship between Paul and Timothy. I have done
so though a thorough analysis of the literature review and of the biblical material on
leadership formation, as well as using the quasi-experimental methodology. I was
able to apply it to a Christian leadership formation program within the humanitarian
sector where we had access to the evaluation given by the participants and in-depth
interviews with a number of them. The desire was to find out the key components of
such leadership formation programs, to see what potential gaps are not yet covered in
this particular program, and learn the necessary lessons for a successful planning of
future such projects. My endeavor was to bridge in theological terms the effort of the
human resource departments with the discipleship/mentoring relationship between
Paul and Timothy.
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Major Findings
First, The New Generation Leadership program fulfilled only partially the
requirements of solid transfer-training concept. The literature review helped identify
three major components of transfer training, namely: learner’s characteristics
(cognitive ability, self-efficacy, motivation, personality, perceived utility/value, and
career/job variables), intervention design and delivery (needs analysis, learning goals,
content relevance, instruction strategy and methods, self-management strategies,
technological support) and work environment influences (strategic link, transfer
climate, supervisor/peer support, opportunity to perform, accountability). Out of these
three components, there was an overstress for the intervention design and delivery,
with some good effort spent on learner’s characteristics (faith component was the
main culprit), but almost no stress on the work environment influences.
The quasi-experimental evaluation method compared the results after the
participants completed the training with their own assessment at a later point. When
asked to state if this leadership program has developed them for the work of leaders
within World Vision, there was 89% success rate (see Figure 4.20) meaning that the
vast majority thought this was a valuable program and has helped them grow. Only
11% graduates though that this has no influence in their leadership future
performance.
When the same question was asked during the interviews–after a time lapse of
2-3 years since their participation in the program–the feedback provided was that the
New Generation Leadership program had almost no effect to their performance. This
lack of effect was because there was not much they could implement after their
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participation in the program and nobody from their immediate team or higher
leadership had asked them to share what they learned. One graduate said that there
was acknowledgement of her/his completion of the program, but there was no direct
action required of her/him as a result of her/his participation.
Also, when asked if they are planning to use the skills acquired within the
New Generation Leadership program, all participants said that they did. The purpose
of the end-of-program written project was to assist them in applying the learning to
their immediate work necessities. Still, the feedback provided during the interviews,
after a longer period of time has passed, was that almost all of the aspects learned
during this training were forgotten and ignored. Additionally, their immediate
supervisors or higher leadership never asked them to complete a task that was a direct
result of or linked with their participation in the program (Interview with NGL 2).
However, the perception of the lack of impact of the training is not surprising.
Often with leadership training programs, some aspects are incorporated into the life
and ministry and the participants do not even recognize the specific time when they
acquired the knowledge, skills, or abilities. Considering the novelty of the training
(practicing spiritual disciplines; leading from the perspective of faith; intercultural
component) one would expect that their immediate supervisors would not have had
enough exposure to these aspects in order to see their relevance for the development
work and keep them accountable by asking the graduates to apply them in their life
and ministry.
The selection criteria for being admitted into this program, as well as the
ethical and religious aspects for being an employee of World Vision, are mostly kept
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to professional performance and willingness to accede the career ladder, and not
spiritual maturity (or being to grow spiritually). Even so, most of the participants
interviewed admitted that they are now more aware of spiritual things then they were
when started to work for the organization. The World Vision habit of organizing an
annual Day of Prayer, as well as weekly Devotions/Reflections, cumulated with the
diverse ecumenical composure of the staff, are the largest influencers in this respect.
Second, the New Generation Leadership program would have gained quality,
intensity, and relational content if it would have been informed by the biblical PaulTimothy transfer-training model. There are a number of missing or comparison
elements of Paul-Timothy model with the New Generation Leadership project that
should be pointed out here. The Human Resource recruitment was mostly based on
the professional performance, reputation with higher leadership, and timing for career
advancement. The Christian faith component (spiritual maturity) played a secondary
role (at one point the Human Resource team suggested placing two Muslims as
participants in the NGL project). In Timothy’s case, faith was undoubtedly the
primary selection criterion. This had impact and consequences in his training transfer
success and performance.
In the Needs Analysis, none of the selected participants identified the faith
component as important to leadership development. This may be because they did not
have enough theoretical framework to integrate their professional work performance
with their faith, or that they did not expect that their faith could influence their
leadership. In Timothy’s life, leadership streamed out of his faith. That meant no
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diminishing of his professional capacity. On the contrary, it helped him stay focused
and committed to the vision and the mission of his team.
The four main leadership development areas for growth identified by the
Global Center (team of specialist of World Vision partnership) were: faith, mission,
knowledge, and skill. New Generation Leadership wanted to cover all of them. In the
planning stage, the 5-day training in the pattern of Aspen Institute was supposed to
focus mostly on skill development. In the feedback provided by the participants, very
little skill training took place, but more theoretical/philosophical conversations
happened on selected major writings in the history of humanity (Aspen Institute
desires to include values in leadership).
Work-environment aspects of training transfer were not included, which may
play a crucial role. It was assumed that improving the individual’s capacity means
community development. In Timothy’s situation, all these four aspects were present,
and Paul made sure that there was positive climate in his work environment
indifferent of the external circumstances. There was an attempt to include the higher
leadership in this training, with little success (in some instances, instead of allowing a
day of week devoted to this training, the supervisors placed extra work
responsibilities on the trainee’s shoulders). Therefore, the implementation team of the
New Generation Leadership project had no leverage in how this training would be
received by supervisor, peers, and followers.
The coaching was performed only by external providers. This aspect is
positive, as it provided a neutral safe ground for opening up and attempting to find
solutions for particular issues. However, it may become a negative aspect, in
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diminishing the respect and relationship with immediate higher leadership. Local
supervisors of the participants may not feel that they could speak in the trainees’ lives
and therefore, learning willingness, trust, and accountability may be non-existent
between the training participant and his supervisor. This was not Timothy’s case, he
had an open relationship with Paul, in all aspects, including personal, doctrinal, and
behavioral. Indeed, the present research might suggest that within World Vision such
relationships are rare and not encouraged (they think that it may lead either to
corruption or to favoritism).
At times, one felt that there was not enough relationship building component.
The external providers mostly participated to perform their specialized part.
Moreover, coaching could provide more relationship building, but it costs a lot and
participants cannot afford it after they graduate. Indeed, from the feedback received
during interviews, one participant stated that the coaching could have a higher impact
in his/her performance after the NGL has concluded. Additionally, peer support is not
included/built in the program.
During the planning and evaluation, conversation were held on whether the
project places too much emphasis on skill acquisition, especially as it was conducted
purely as a technical exercise. Paul passed certain skills on to Timothy and worked on
his behavior, but they did it from the perspective of faith and with the goal of serving
God and people. This leadership project’ skills acquisition was mostly designed to
build one’s capacities to ascend the career ladder. In fact, there was very little skill
acquisition during NGL, thus making the program less relevant to the participants.

130

The participants experiences a felt break/gap between ‘spiritual’ (faith,
mission, knowledge) and ‘leadership’ components (skill/theoretical). For the design
and implementation team it was a learning process to understand themselves the
importance and impact of faith in leadership processes. In Paul-Timothy paradigm,
this is not the case. Faith and development go hand in hand, and one should not
separate them.
Third, the biblical concept of transfer training as seen in Paul-Timothy model
offers rich, focused, and conclusive material for designing leadership development
programs in restrictive contexts. Some aspects of this biblical paradigm were
employed in the design and delivery of the New Generation Leadership program
which suggests that a successful program could be implemented in restrictive
contexts. Within the Biblical paradigm is the importance of the use of oral training in
Paul-Timothy paradigm combined with the writings of the Old Testament. It is a
combination that was kept in the New Generation Leadership by having residential
workshop for up to 8 days and continue it with online courses and coaching. In
restrictive contexts this may prove to be essential, as outside assistance can only be
offered only for short periods of time and the relationship could be kept going by
using the new communication technologies over phone and internet.
Also, some of the elements contained in the Paul-Timothy model that were
not included in the New Leadership Development program are also potent for a
successful design of leadership programs (for example, mentor and mentee doing the
work together; on the job training). Timothy had the opportunity to spend extended
time with Paul, hear his teaching, experience firsthand his style of leadership, and be
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part of the results. Also, Paul was able to exercise the ministry of presence by
allowing Timothy to be part of the small team that were being led by Paul in
incremental knowledge (as he was receiving it from God). Timothy saw Paul’s
suffering, and for a longer period of time provided for Paul’s practical needs.
Ministry Implications of the Findings
This study provides data concerning the concept and quality of leadership
development programs. It can be used by leadership formation practitioners, by
leaders of Christian institutions and organizations, or students who want to design,
redesign or evaluate their leadership development projects. The tools and conclusions
are not limited to a specific denomination or even to a specific sector (business,
humanitarian, church ministry). The greatest contribution of this study was the
identification of the three main area of training transfer that should be present in any
leadership formation program and the correlation of this finding with the PaulTimothy leadership development paradigm. The assumption was that by placing these
two together in a unified structure current leadership programs could be evaluated and
improved and new ones could be designed for best results.
An important aspect to consider is the fact that Christian leadership formation
practitioners need to be open to examine their programs with their convictions about
the Word of God. This examination could rekindle the motivation to evaluate and
improve one’s effort to bring about the best possible future in the lives of the leaders
that God entrusted them to invest in. No program is perfect. Over time there may be
aspects, often unobserved, that are decreasing in quality and a constant and significant
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review is welcomed. If there is a successful leadership development program,
commitment to the ministry/organization increase
Limitations of the Study
After the general literature and biblical material review, the current research
focused on a particular group of people. Therefore the study is quite limited in its
nature. I only focused on a three-year timeframe when this program was
implemented. Also, I do not think that similarities or contrasts could be easily
identified with other generations of graduates of such leadership development
programs. Still, the aspects discussed above may have impact in many contests
(geographical, organizational, ideological) due to the fact that the issues address are
common, and that there are many organizations that have the same understanding,
values and practices, and therefore could benefit from such a study.
This study offers a model for any leadership formation practitioners that seek
to evaluate and design such programs, particularly those within Christian
organizations who may have a passion to invest in the future generations. It could
certainly be of use to various academic circles that teach Christian leadership
formation in order to train and equip their students.
One limitation of the study was that the items included in the various
evaluations done internally by World Vision did not capture in depth the opinions of
the participants. I tried to correct this lack by performing personal interviews with a
few graduates. Not many were available to answer my questions, due to changes
within the organization, or because they may have left the organization. Still, the ones
that did take the time to share with me their experience of the training provided very
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solid qualitative input into the analysis. Indeed, some of the conclusion of this study
would not have been formulated if I only looked at the internal evaluations completed
soon after the end of the training.
Unexpected Observations
Maybe the biggest surprise was that everyone (design and implementation
team; participants; higher leadership) had an opinion about how such trainings should
be conducted, but there was much confusion about what leadership formation was.
This is easily seen in the needs assessment, when the participants were stating their
expectations of leadership formation. Also, during the evaluations at the end of the
project, when they again referred to leadership formation, there was no unified
understanding of leadership formation at the end their participation into this program.
This lack of understanding could point to the fact that the design team could have
done a better job or that the transfer training had not taken place correctly. Some
looked at it from the perspective of career advancement. Others perceived the
importance of spiritual maturity as a main component. Still others felt that Christian
leadership formation is not much different from any other secular/neutral programs
and that there is no need for talking too much about the Christian component. Some
of this confusion has been diffused, but much of it has remained due to different
theological backgrounds or divergent professional orientation.
Reluctance to openly talk about the faith within a Christian organization was
another surprise. For most participants, linking leadership formation with Christian
faith was novelty – according to their own self-evaluation. It is to be expected to
encounter some challenges in conducting such programs in a Christian organization

134

that employs people of various denominations with diverse degrees of religious
commitment, biblical knowledge, or willingness to try something new for a change.
Still, being involved in Christian humanitarian ministry one would expect managers
ascending to higher positions of leadership to openly express their faith.
Some had reluctance to introduce new spiritual habits, especially if I refer to
planning one’s spiritual disciplines (the ‘rule of life’, as it was called by one of the
trainers). This reluctance is not to be expected of (future) leaders within an
organization. During the personal conversations with the participants there was a high
degree of self-admission that the spiritual component of their life was ignored,
neglected, and they had no knowledge on how to improve it.
The participants expressed a desire to grow, to develop, and were ready to see
what was on offer. The complexity of the program, with its various elements and over
a significant period of time (9 months), has backfired in the loss of focus and
intentionality of learning. Thus, instead of keeping focused and in a learning mode,
some participants lacked motivation and a sense of purpose and did not involve
themselves too intense. This observation has emerged a number of times from various
participants during the evaluative feedback collected by the Human Resource
department. Some suggested a shorter program, so to keep focus and motivation high.
Others wanted more onsite meetings, to be able to receive more encouragement from
peers.
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Future Directions for the Study
After a careful literature review on training transfer Burke and Hutchins
propose three aspects that could guide future transfer research, to which I will add a
fourth:
 Future empirical research should directly assess transfer as the criterion variable.
This changes the focus from training (understood as intervention) to the actual
application of it within the work environment.
 Future research should validate the utility of various transfer practices in
organizations. What practitioners and theoreticians look for is solid link between
practice and theory (and vice-verse) so that the potential best practices that arise
will not be limited in their generalizability but have gone through enough research
rigor to propose themselves as viable.
 Research should theorize and assess training transfer as a multidimensional
phenomenon with multilevel influences. We live in a global culture and there is a
myriad of factors causing implications to sociotechnical, sociopolitical, cognitive,
behavioral, and cultural levels. These need to be better represented in our
challenge to transform learning to performance.
 In the existing literature, there is not sufficient inclusion of the role of mentortrainee relationship–this occurs more in leadership development studies. I suggest
that this mentoring aspect be brought back in the conversation regarding
organizational development and particularly training transfer, as it may provide
the key to unlocking many pitfalls that were earlier discussed (learner’s
characteristics, learning strategies, supervisory support, etc.). Once this aspect is
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excluded from the conversation, all one is left with is a de-personalized program
of development and performance, difficult to be connected to the spiritual
undermining of one’s life (another key element missing, one’s beliefs). Here
Stacy Hoehl’s propositions developed at the end of the analysis of the biblical
foundation in regard to Paul and Timothy’s relationship are paramount.
Postscript
I was blessed to have the opportunity to embark on this journey of learning
about the leadership formation constructs. This theme is certainly dear to my heart.
As always, one never feels that the new generation is ready to take over the work and
that the situation seems to always be in a delicate state. Indeed, more than any other
time in history, there are Christian leaders who are crushing under the burden of the
task, and at times that take with them whole organizations!
The desire was to rekindle the flame of investing in the new generation of
leaders with zeal and expertise, without fear and with passion. The future of the
Christian work depends on our best efforts of growing up mature men and women
capable of leading the unfinished task of making Christ known to everyone.
The start of the journey may have been rather hesitant, as I was somewhat
unaware of the existing body of experts on leadership formation. Also, I was unsure
on how to bridge the gap between Christian theology and formation programs usually
associated with human resource departments. However, as I progressed on the
journey, the mist cleared up, and I was able to see a pathway that could prove to be
very helpful to mine and others’ future involvement in designing and implementing
leadership formation programs.
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APPENDIX 2

INFORMED CONSENT LETTER

New Generation Leadership Project Evaluation

You are invited to be in a research study being done by Narcis N Vlasin from
the Asbury Theological Seminary. You are invited because you were part of the
New Generation Leadership project and MEER World Vision office has selected
you to participate in this evaluation.

If you agree to be in the study, you will be asked to participate in only one
interview for approximately 1.5 hours. The interview will be conducted by Narcis N
Vlasin with the purpose of evaluating the design and implementation of New
Generation Leadership project within World Vision. This evaluation study is done in
cooperation and approval of the World Vision MEE Regional Office and therefore
part of your work responsibilities.

This study is optional and you are not obliged to participate. If you choose to
participate you can withdraw at any time without penalty. Apart from the effort to
remember, evaluate and open you mind and heart during the conversation, there are
no risks involved in your participation, either regarding your employment or personal
level.
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The interview will take place via the Internet and nobody besides me will be
present on my end during the conversation. As you may be aware, the Internet and the
program used to communicate (e.g. Skype) is not a secure means of communication
so I cannot fully assure confidentiality of the interview. The conversation will be
recorded in digital audio format and no one besides me will have access to these files.
They will be encrypted and stored in a password-protected encrypted partition.

If you need to further consult in regard to your acceptance of participation to the
interview, you could do so by writing to Mr. Danut Manastireanu, Mrs. Olga Messios
or Mr. Narcis Vlasin. They will assist you in making an informed decision on
participating. Once your decision is taken, only Mr. Vlasin will have access to the
content of the interview.

Signing this paper means that you have read this or had it read to you, and that you
want to be in the study. If you do not want to be in the study, do not sign the
paper. Being in the study is up to you, and no one will be mad if you do not sign this
paper or even if you change your mind later. You agree that you have been told about
this study and why it is being done and what to do.

___
Signature of Person Agreeing to be in the Study
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Date Signed

APPENDIX 3

End of 3-year NGL Project Questionnaire
for New Generation Leadership graduates

Objective of New Generation Leadership project (from program proposal)
•

“to transform and equip Leaders so they can be more effective in leading
programs and people (in order to transform children's life and community)”

•

We see leadership capacity development as a critical success factor to
successful program implementation in MEER. We need a continuous effort to
create the right balance with a strong focus on relational skills and supervision
of others.

At the end of this 3-year cycle we want to evaluate the effectiveness of this
project. In order to do so, we would ask each graduate of NGL to complete the
following Survey. Time to complete: about 20 minutes

1. About yourself
 Current position
 Did your position change since your participation in NGL? If yes, what was it
before?
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2. About your current position
Use a scale from 1 to 5, 1 being the highest and 5 being the lowest.
Grade:

 Do you consider yourself to be the right person for your current position, in terms
of
o knowledge,

________

o skills,

________

o and abilities

________

 Were you oriented well for current work load

________

 Have you received enough training for the job

________

 Did you receive professional career counseling

________

 Are you included in decision-making processes

________

 Are you provided with opportunities to influence change

________

 Are you allowed voicing of oppinion to colegues and superiors

________

 Were you offered occasions to test your competencies

________

 Were you given challenges that to overcame

________

 Are you stimulated by your work

________

 Have you received sufficient positive feedback

________

 Did others express words of gratitude for your work

________
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 Did you receive recognition (from leaders, peers, followers)

________

3. During your participation in the NGL what were the changes
identified that you needed to work on in order to achieve your
leadership goals.




4. What long-lasting changes have you implemented as a result of your
participation in NGL? Were any of the following influenced by your
participation in the NGL?

Use a scale from 1 to 5, 1 being the highest and 5 being the lowest.
Grade:
o More training or educational goals

________

o Better at goals setting and self-management

________

o Desire to be recognize and promoted

________

o Positive or negative affectivity

________

o See importance of new skills acquired during NGL

________

o Improved commitment to the organization

________

o Desire to encourage others to participate in leadership training

________
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o Understood what is leadership in light of faith

________

o Improved spiritual life disciplines

________

o Started a mentoring relationship with a follower

________

o To what degree would you think that NGL was strategically linked to the overall
goals of the organization?

________

o How positive is the climate within the organizations to implement the learning
receive during NGL?

________

o How would you rate the Supervisor/Peer Support received after completing NGL?
________
o How welcome did you feel to practice the new skills on the job?

________

o Were you kept accountable to transfer to others the new learning?

________
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